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1 process N equalization of eala:ies'has taken plaqﬂi

in tha "stat® of North:Dakota for higher eddcation during the 1977-78

v e

school year, The 3tate cf North-Dakota suppaits eight institgtions-of

higher.education: two ugyiversities, four state colleges, and twd .

- two-year institutions. e equalization procesk as it effected the '

*_ﬂeciaéfn laking at the University of ¥orth Dakota is docum¥anted.

Tables are presented that report' the results for the 1977-78 e

B confracted salary and the 1977-78 salary atte: the egnity

adjggtlents. (SPG)
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A process of equahzat'xor of sajames Ras taken p]ace in the State -

of Nbrth Dakota for. hzgher%ducat'aon during the 1977-78 ‘school year. An

‘objective observer m1ght easﬂy come to a conc]us1on that- poht'acs played

..amajor role in the dec1s1oq making progess. It'is the intent of tbis

i

. paper to documeqt the eqdaﬁzation process as it effected the decision

s
Id

mak1ng at a single 1nst1tut1on in that the equahzat*aon injtially s-.as im- ) .
p1enented on a statewide scale. = ‘ . . .
) P [ 4 ) . . . .

e ) ,BACKGROUND

- ——

Tne State of North Dakota supports eight 1nst1m2%ns of h1gher

education: two umversmes, four state oolleges and two two-year insti- '

‘9

5

tutions. There has been a 1ong history of d1sagreenent over the average

facul ty sa]ary f1gure qsed in the stafe formu'!a to aHocate salary monies s . ”'?
to the three kmds of institutions. The State Boarq of,‘l'igher Educatwn .
has, in the’ past, supported the phﬂosophy of retaining a d1fferent1a]

~/ .
i 9. $2000 d1fference betwéen the tw-year 1nst1tut1ons and the universi-" . .

-

tiés and $1560 djfference between the state colleges and the umvers'a_t'a es.

-

A 6% salary“inc_rease” plus implementing a differentiql would give larger

percentage ?acu]ty salary appropriations tof,the,state po’!feges and the .2 -

two-year institutions. - ’ .
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Fo‘r the 1977-79 b1enmum 1t Was the Governor s deszre o stop the '

, controversy of the d1fferent1a1 and implement "equa‘t pay for equal work".
¢

T!\e amount, for the b1enmm that wou]d normally estab}ish the-differential
'vés $228,7'}'6 An appropriation bf $228 776 was made to be used by the
State,Board of Higher Educatmn for {he purpose of .credting more equ1table
sa}ar,y author1 zatmns to the inshtutlons and addressing primarily the '
afdrenenﬁoned. oh&ectwes "

corimm-:s PROCEDURE ~

A statewide facu]ty equity commjttee mst a tota1 of four t1mes At

the first meetmg the State Budget Director and the State”%ard &:dget
';D1rect9,; were’ present to c]arhy the task of allocating "equa] pay “for equa'f..
‘work". At tms meetmg it was decided that ‘i\approa of a rtegress1on~ ‘
ana]y,s1s be explored, and the technical advisor.was aske*d to deve]bp a -

model. FTh1s mode] was reviewed at™the seconjmeetmg of the cmmttee It

. was dec1ded to make a prehmmary run Mth 1976-77 salary data for rev1ew
/
and dwscusswon at the _third meeting. Some minor mod1f1cat10ns were made

]
'to redefine the sample and the com'nttee agreed to adopt tbe regress1on

analysis method for the~1977-78 data atithe thirg meeting. The Ccmmtteeis

I
last meeting was to finalize the report for the‘?res*adent's,Councﬂ and

. State Board' of ngher Educatmn Hhﬂe ﬁm agreement was rea}ed on the '

¢ .

\gute the,morpes as resulted from the regre;s'fpn amalysis. . » -

l.

adoption of the stat1st1ca1 approach there was d1ssens1on on—taw to d1s{r1-

T ) -STATEWIDE MODEL: , )

§ A1l full time faculty (N=984) at state.institutions of higher




. education were included. Variables included six categorical \;ariaples l

.

,reﬂect\ing years exp‘erient:e a%nthe'current 1nstitutio'm four.variabies . -

- o reﬂectmg h1ghest degree, four rank var iabl es, frighest program level of ’

v department (graduate, undergradua%e assoc1ate) and 21 Higher Educatwn
. General Information Survey (HEGIS) Clgssifications.” Note "that no
traditional outcome variables (research, teaching or service) are in- ' N

cl'xuded.. .'Oné might characterize the prc;cess as.an elaborats salary scale
' . . ) - ¢ . . : 4

RESULTS OF THE COMMITTEE'S ARALYSIS

' -

- Initially, inequity vas defined to be 2 neg'ative residual, Thus, if

T a person s sa}ary exceeded the predicted sa]ary, resultmg in a positive )

PR 4

residuat, no’mecuuy wa s seen to be present For- each institution the, S

-sum of negative-residuals vas rodnd (but usmg an overall state\-nde

)

' . ' -_e,qu,a‘tion). The tota] sum of negative res1duals $670,339, obv1ously -0

exceeded the-allocated amount. Each 'mst1tut1on was then accorded its
\ J

-"share" off thes tbtal anoupt im relationship to 1ts proportwq of the total

sun of negatwe res1duals.- Then,*25% of the amount to be al'located "to ;he e

RN two umvers*mes was reaHocated to the remammg six institutipns; the

1§

reasons for the 25% deva]uatwn of untvers1ty “1nequ1t1es" reﬂe;:t more
P
the compromses of the commttee than any stat1s.’c1ca1 cons1dera/t]10r_1. . N

' - Complete details of the preliminary a_naTyslis are g.ive'h\i‘n U]'H'Iar'ns’ and
' Martin (1977).. Lo o . -
-i ) ' . ,.oo . - - .

- .. In the final-amalysis, the University of North Daketa was, to receive, ° .ol
' . )

$51,624 for the biennium foF "equity" pa)’la State Board guigeﬁ’nes' incloded: g




,esting. adjustments:

ries and hence’ are less probable to have negative residuals, the most likely.

" lower salary.

1. You will chnmit 48.5i-of your aﬁocatiorf. the first year of the-
’Qienm’im. ‘

2. bistributien v'u'H only be made to those vrith negAatAive vesiduals.

3. W‘No jndividual will receive more than his or her negative r_esidue].

, 4. Faculty representation is neeessary in the distribution process.

Ad,d‘gonaT prov1s1ons that the Unﬁerslfmti?‘tﬁmta atte'npted Lo use
1nc1uded the following: . . ) ;

-

f/

5." First, a1l equity mohies wuld be distributed to colleges vn’thin'

o thﬂv/ermty ig proportwnto the'!r present $1ary expend1tures
| without regard to the res1duals in the statemde equatwn

. Most\avaﬂable mon‘ies were to be'given to pyofessors and associate

professors.

available with negative residuals would assi stant professors be

considered for equity adjusthents.
L}

7. In any case, only those who are seen as being especially meritorious.

shou]d be given equ1ty adgustnents

-

The guidel ines contain.syfficient incongruities to insire that they were

not always applicable.

-

-

recipients"ére those few higher ranked individuals who have a cunpare,tiveTy

In at least some cases, the lower comparative salary would

. Only if insufficient faculty at higher radks were .-

becahée those at higher ranks will tend to have higher sala-

-

P
L 4

o,

H

The vagarjes of the regression process insured same inter-~




S : e :

seem to be reflective of 1ower product1v1ty than ‘their same ranked colleagues.
/

The quest1on then arisés; what effec on the overal] dec1s1on makwng, parf1cu-

larly as it ref]ects outcome var1ab1es (research, teaching and service) ‘do
[ . ~

-

the equity adjustments cause? r T : g

— . -

— , ' RESEARCH DESIGN

A1l full-time tenured or ténure-track faculty wholly funded on 1977-78 -

appropriated monies on whom complete data wis available were included in

the sample. The independent variables were recorded as follows:

Vériab]e

¢ ) Number ‘
; . o
' 2 , Doctorate (1 if, 0 if not)
Degree Level. 3. Bachelor's {4 if, 0 if not) -
’ 4 Professional (1if, 0 if not) ’
T 5 3-7 years {113f, 0 if not)
Years Experience at 6 . 8-12 years . -~ 7 "(1 if, 0 if not) t
Current Institution 7 13-17 years él if, 0 if not)
3 18-22 years 1 if, 0 if not)
- o Over 22 years (1 if, 0 if not)
Level of Program and . . ‘
Contingent Research "~ Y0  Graduate Program >  (1,if, 0 if not)
Involvement . 11 Sex {1 iA\Male, 0 if Female)
. . . 13 Biological Sciences .. (1 if, 0 if not) ~
f 14 Business and Management . (1 if, 0 if not)
) 15 Comunications T (1 if, 04f not)
R 16. Computer and Information Sciences (1.if, 0 if not).

. . 17 Education N (t if, 0 if not)
D1sc1p11ne Tt 18 ° "Engineering ) }1 if, 0 if not)
~.(Hegis Taxonomy) #19  Fine'and Applied Arts - 1 if,-0 if not)

20 Foredgn Languages— ° (1.if, 0 if not) _ -
21 Health Professions (1 if, 0 if not)
27 Home Economics o (1 if, 0 if not) .
) 23 7. Law- B ‘ ' (1 if, 0 if not)
- - ) . 24 Letters R . (1 if, 0 if nat) -
- 25 Mathematics ‘ (1 if, 0if not)
) 26 Physieal Sciences (1 if, 0 if not)
. <=7 Psvchology - (1 if, 0 1T not)
. . , , ?
! S 4 ‘ ' 3




) T BESULTS

-

. Tab]es 1 and 2 report the results of us1ng the prev1ous]y descr1bed

fndependent z§r1ab]es/ thesg tables respectively report the results for

1.
the 1977-78 ‘zontracted sa]ary and the 1977-78 salary"after the equity ad-

Justments. , © .




: S BESULTS . :
| Tab]es 1 and 2 report the results of us1ng the prev1ous]y descr1bed
independent zar1ab1es/ these tables respectively report the results for
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. -  Table 1 .

- . . Hultiple Regression for Equity Study . L
- PP . Prior to Adjustments .
i . . (N = 312} , ‘. '
- r 5 .
L VARIABLE HEAN STADRD CORRELATION REGRESSION * sowpyrEn . BETA
Ko.” - . DEVIATION, XVS Y, COEFFICIENT t Valud
2 0.657 0.475 0.360 1050.3% 4.299 . 0.145.
i 3 0.012 _enz2 -0.147 % | "545.67 . 0.604 0017
T4 * 0.006 0.079 .« 0.068 . 3203.01 2.577 0.074
5 0.240 0.428- -0.028 . 121.17 0.387 0.015,
6 0.275 0.487 D.069 : 151.87 . © 0,447 0.019
7 T B34 0.341 » 0.085 359.17 . 0.891 0.035
2 8 0.051 ° 0.220 Ce 0127 . 915.37 1.736 0.058
. 9 . 0.080 0.1 - ¢ 0.173 695.57 1.428 0.054
10 @posss 038 . ooe -« aaoe -0.277 -0.008
11 0.855 . 0.351 i 9.267 T . .390.88 1.307 0.039
13 . 0:044 0,207 -0.116 *7.154.80 ¥ -0.300 -.009
i =t 0.105 0.38 0.061 . 179%4.89 4.724 0.160
15 0.009 . 0.997 . -0.047 .. _ _+  -1162,32 -1.087 -0.033
16 ¢ 0.006 0.079 20,003 243864 2.118 0.056
T ¥ o s 0.214 0.411" -0.039 ' 746.16 2.159 0.089
. 18 0.051 Lge220 . 0.153 316.68 ) . 20.837 0.020
19 * 0.8 0.286 . -0.272 -973.55 ~2.107 . -0.080
20, 0.044 "0.207 -0.097 . -1128.19 . 2.1 -0.067
21 < 0.019 £ 0,137 -0.067 ' 4.83 +0. 603 -0.018
. 22 0.019 0.137 . ~0.045 - £20.30 0.809 0.024
3 0.022 0.148 . . 0.175 7271.58 10.831%, - (.313
24 $ 4.950 0.271" . -0.034 . -302.03 ©=0.717 -0.023
25 0.041 - 0.200 ~0.601 . -303.86 ‘ 0.578 -0.017
26 0.039 0,286 s 0.150 29.00 . 0.236 . 0.008
. 27, .+ 0.081 0.200 - - 0.000 - 718.88 1.350 0.041
8 . '%* 0.3 0.472 % 0.720 8993.55 T4 11.466 1.233
. 29 ,0.403 0.491 -0.148¢ . 5100.53 . 6.%7 0.728
30 0.237 . C.426 - '2682.56 . . g 9n . 0.331
2 31 6.323 . . 13.240 . © 0.113 8.% 1.218 0.034
. ~32 / 3.077 £.533 -0.126 . 87.99 * - 1.008 0.029
- 3, 0.503 . 18054 / *0.370 *.zo '3.260 6.099
I 0.189 . L6710 o 8.241 - .82 - -0.067
35 1,108 1.751 . \ 0.216 6.39 0. 0.003
(s .. . oley 1.397 0.142 -78.69 : 7 -0.029
37 0.044 - £.346 -0.947 -274.10 c. -~ 0:027
’ . . H
DEPENDENT : e
B 18536714, 3443.31% Lt \
- .- . . < * ' . ‘
INTERCEPT . . . 1081455 I o . . .
* MULTIPLE CORRELATION . 3. 90642 T -
STD. ERROR OF ESTIMATE - 1583881 o ¢ . '
L. . e
of £r . f, N
. KULTIRLE CORPELATION SQUARED ,,82;77 » ; , -
s MIKUS KULTIPLE CORRELATION SGo 0.17€43 F = 36.308 , ’

.o A

. o \
, 3
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2. What--Specifying Conter!

The second step in the model refers to the specific content to
- be taught and is 1dentifi§d in terms of objectives. The type of content

. to be covered will, of course, be directly related to the needs and
characteristics of the clients identified as part of step one. This
step in the model puts those needs into a specific format so that the
content to be delivered deals with specific units rather than with
global topics. The content may be specific skills, ‘such as using a
pressure canner or freezing fruiis and yegetables, or it may be infor-
mation about nutrutional requirements for the elderly. Whether the

" .content is learning and refining skills or acquiring information, it
should be broken down into units that are clear and understandable to
the trainees with tHe ‘idea that they wiil in.turn do this for the clients.

N

Identify the specific content of a given training session is best
done by specifying objectives of a given training session and the ratio-
nale behind each objective, i.e., why are they important, and if they are
arranged sequentially, why this arrangement is fecessary.

It is not necessary that the trainees know the fine points about
structuring content into ohjective They are not designing curriculum--
they are simply delivering instru n. It is necessary, however, that
the trainer know how to write objectives for the level of the trainees
and clients to which the.objectives pertain.

‘ 3. How--Selecting Methods and Materials

- The how rart of the model deals with selecting instructional methods
for attaining the objectives identified in step two. The instructional
procedures must be congruent with the objectives and client characteristics
and, ,to some degree, are pre-determined by these two steps. For example,
the characteristics and needs determined in stép one and the objectives
specified in stip\two will provide the trainer with valuable clues as to
how the content may best be delivered.

Typ:cally, trainers find one method that works well for them and/or
is easy to arrange and use this method consistently without considering
alternatives. However, there are many resources available to the trainer
who wishes to expand or his or her options for instructional strategies.
These options include seminar and discussion, audio-visual packages,

- competency based modules, simulations, and observations, to name just a
few. Tn settinps involving copgnitive type learning, Bergevin, Morris,
and Smith (1963) provide an overview of numecrous techniques ond procedures
that have been found to be ‘effective in training adults in lavge and smaltl
group settings. -

4. Demonstrate--Demonstration of Skills to be Learning/Taught

The demonstration step in the model is perhaps the most neglected
part of most training situations. It is one thing to tell someone how
to do something and quite another to show them how it should be done.
The demonstration step addresses the issue of 'show me how to do s

489
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Table 2
Multiple Regression for Equity Study
LY After Adjustments . -

STANDARD - el REGRESS! 4 © COMPUTED
DEVIASION, . COEFFICIENT t' vatue

0.475 . 1079. 99 4.589
€.112 . < n 557.57 . 3.641
0.079 . 3196131 - 2.670
0.428 . %158.4¢C 5,526
0.447 ) . 221.49 e
T.341 . .90 . . 442,96
0.220 . ‘ 90€.15
0.271 . 668.25
0.338 . ) -91.04
: 31.03
«100.49
1808.37
-1136.43
2361.01
724,52 "

40119
Yy
. 116217
-337:29
543. 25"

1342.87 -
317,21
-235.4¢
141.75
691.00
9050.52
5174.23
2608, 64
7.89
219.33
298.29
-41,61
212
\ -61. 61

-286.46

§Oo
— o
~N o~

-

1676 -
14]
.78¢
428
297
.253
.202
.941
J10€
118
176
838
.165
.353
464
.735
334
782
485
.351
.347
.979
316
196
110
.216
144
292
.937

844
e

580'—'1\)"\)
N W~ =
O= 2O

Al
[}

o]
wn
wn

08""

< [on]

—_ s o,m

&2 ] ' -
IO R D NI RS Do (D s ) bt ok e (D

ERIRIISSIRIN
&

W= O = 0O N O

W

mbw
“B
—

[D-Ten 3 Lo T VN I A R e e )
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0.
0.
0.
0.
0.
0.
0.
0.
0.
0.
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b.
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p.
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b.
0.
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0.
0.
Q.
0.
0.
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. DEPENDENT - N
12 612. 3431.767

INTERCEPT . . . 1041876,

4

_ MILTIPLE CORRELATION > 5.91287
T ¢ STD. ERROR.ESTRWTE - 1687.210

~
.

« MILTIPLE CORRELATION SQUARED _ 0.83333
L
OKF MINS CORRILATION SGO° 0.16667




. ; Table»l—repontsrdedision making that took p]ace at the Un1¥%r§1ty of

-

S = North Dakota prior to any invo]vehent (or knowiedge) or the equity process;

"~ 3 b

Tabie 1 could be seen as reflecting the priorities {even as they are changing) -
in the deci51on making process prior to the 1ntervention The question that - s

T~ ard ses_regarding Table 1 1s, "Has the 1nterv,enti_on lequity) process changed

: to’any~significant degree"the decision making process?"”

) A direct dnsher to thequesiton cam be madelby imposing the regression ~o o~
]

[ B — . .
'lfgoefficients gstablished in Iab]e 1, plus the mean increase $75.19 to the .
data set that formed Tab]e 2, using the folloling (Bottenberg and Ward, 1963)

*
- -

. equation: F = (q2 - ql)/(dfl) herdd . T |
, wher - g ‘

Vd

N | EICARNNE S -

. is'the sum of squared dev1ations from the regreSSion line for Tab]e 2,

Ed

., and qé is.;he sum of squared deViations for the imposed equation; the F

1 T e

_value is within rounding error of zero, showing a closa fit. ‘2
While considerabie difficulty is encountered in trying to interpret
each coeffiCient in the tables, the following directions 'of change can be

o " noted fran‘Iable 1to Tab]e 2: the research and teaching variabies

-

Fi{arJables 28 and 31) seem to be not being attended to in the decision making

process (1ooking at the correiation coeffic1ent the regression coefficient

and the betaaweight) On the other hand, being on the Univer51ty Senate

L
made a significant contribution. A variable included in the ana]yses

. cthat Togically does not belong is the sex variabJet It is included as

a controi variable; because discrimination is being attended to_on a

»

national level, the variable may have same predictive value due to efforts
. -t ¢ " \d

to eliminate discrimination. The drop'in the size of the coefficient for

’ M .
K 3 . ‘e I d
'

. .
A . -
,
)
1-1‘ "
: .
' . > . ,
. N
.
.
.




sex from Tab]e 1 to TabTe 2 seems fo be 1nd1cat1ve of a- s]1ght attempt to .

- address th1s 1ssue It appears that most attentaon is focused ‘upon rank
?
degree level ,. and on some of the HEGIS categories, notably law ?Var1ab1e

v

’13). Us1ng the degree var1ab1es, rank varlabies and six HEGTS categories
: - (14, ‘Management 16 Computer and Ihformation Sc1ences, 17 Educat1on, 19, o
e \ F1ne and;Applzed Arts, 20,. Foreign Languages and -23; Law) a total of twelve -
‘ . variables, results in on]y a m1n1ma1 drop in the R2 from 83333 to 81421, .
us1ng the sa]ary after the equ1ty adJustnent as cr1terion ‘H§1ng rank and

the HEGIS category for Law (a tota] of four var1ab]es), R2 74206,

_ amounting to slightly more than a nine_per. cent drop in accodhted uariance‘ .
despite, the dropping.af 31 variabTes ' ‘ i -
It cou]d’!% argued that thesreason the outcome var1ab1es have S0 11tt]e

) e1mpact in complex equat1ons such as are denonstratpd in Tab]es 1 and,2 is

that rank is in fact due %o the Q\tcane variables and, therefore,‘reduces

the1r apparent impact. Accord1ng]y, the outcome var1ab1ei'reported ~in Tables ’
1 and 2, and the equi ty salary van1ab1es were analyzed by rank’in a one-way

- , ana}ysis of varxance (See Table 3}. - o "
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'whether service on coﬁmittees Sustifies gither pramotion in rank or con-,

" . intention was the opposite.

. .
. . ~
/4 . .

The' professors tend*to have spent considerably more ‘time. in committee

. - PR . /
activity than.is true of ‘other ranks, but one might rationally.question~
[ AS . : L 3 .

sideﬁab]y hiuher salaries Wh11e professors have a higher mean research

¥ N\ N

output, this d1fference is offset by two consYderat1ons, pub]1cat1on ‘e

Tt activity c]ear]y is non-nonna]]y distributed (the standard deviation 1s

L3
—

approx1mate1y twice the mean) and the mean output -is less, than a single »
article a year A]so ‘the . pub11cat1on activity’ of facu]ty at all ranks-
'tended for the typ1ca1 facu]ty member:, to be almost non—ex1stent
Prev1ous]y, Martin (1977) vas unable to discern any plaus1b1e exp]anation
for pranot1on, other than having served in some adn1n1strat1ve capac1ty
‘ Thus, the "po11cy“ regard1ng salaries is both more comp 1ex and s1mp1er than
is shbwn in Tab]es 1 and 2. It 1s;s1mp]er, in that knowing a person s
dedree; rank and whether or not they teach in a few se]ected departnents
can give a]most as good an indication toward sa]ary as 1s knowing the ¥
comp]ete set of 1nformat1on used xn'Tables 1 and 2. If’1s more comp]ex
in that the varxab]es that determine rank are not suff1c1ent1y kndun to
be 6f much pred1ct4ve value. . “

What then could be said about the adjustment process, in an overa11
.sense? Apparently, no major effects on the decision making machinery has
taken place.” Even when a de11berate attempt is made to implement a policy g
at the local 1eve1j sane non-comp11ance oceurs. Note that asshc1ate pro—
fesso’rs received h?gher equity increases than professors even though the

A R - v

Alsoy implicit in ‘the State Bpard dction

".vas that the negative residuals be'close1y looked at in‘ the decjsion

-
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. making pmcess; o'the'z;’ thah imiter of the possible ad,justment, the - F .
_ - X : '
. res1daals were r)ot h1 V1 y-Fetated to actua] 1ncreases UsingenTy those

(N=172), r = 06 between negatg/e residuals
g a;nd equ1ty mc%ease Interestmg]y, the correlat,wns between equ1ff mcrease
s . an@;he research and teachmg vzmal:?—\s were 'respectnﬁy -.05 and.’,06.

: I‘kawevero 24 of the 36 professors m;:h negatwe residuals received equity

v -

v
. increases from 552 to 5820 vnth a mean of $355 for those receiving raises;
e s

+ 46 of the 74 e11q1 ble associ.%,te( pmfessors recewed equ1tv 1ncreases from

% -

$80 to SS?URY‘-a mean of 3'279 9 of the 54 ehcnbhe associate professors B

received equ1tz increases fr(;m $70 te 5443 vnth 2 mean of $241. AWM

eight of the 1nstructors had neqatwe re51d9a1s, none had an equxty

 ~ " increase. Looking at the data yet another way, 21 faculty had 20 or more
points on the research sca]e {two referred art1c]es by a smq]e author ~
L ]

Fpi¥e

_ per year);‘ 10 of these faculty were el 1q1b1e; for equity 1r_1créases. Three
Z i._' g2 " such tacu]ty afctua]iy'rece.ived_ eqixib? incréas'es ($80 to $120 with a'mean
of ‘5100)'. ClearTy, research ;ﬂayed r;o important part in .the equity
adjustnent'.process. Teach{na ,s‘if:‘cess,_oas measured by t}\me r_atind sca.les,
% fared scarcely, better - - ' - ‘ L
- LI Refermng back to the or1g1na1 guidelines, the four prov1s1ons of . - |
the State Board were c]osely follgwed (wffh the poss1b1e exception of
facu]ty representat1on), the f1rst two of the three prov1s1ons imposed
by the Umversﬁ:y 1tseTf we?{e adhered to. Only ‘the. 1ast provzsion (" o

enly thosé who are seen Aas be'}’pg e,spec1a]1y meri tor1ou$ should be given

eqmty a,djustments "} wvas seesm}ng]y v1o'fated, unfortunate]y, the one

B provisxon that was vno‘iate& m1ght be Seen by many to be the most important. .




-
’

L

Bottenberg, R. A. ang Ward, J. H.

4 Laekl‘;né Air _Force‘. Base, Texas:

PRL~TDR-63, 1963. ,-

S - REFERENCES T - | -

' -

.Applied multiple linear regr/eZSion.:
=

/’

Persorinel Research Labora'tory,

-

Martin, M.

Promotion policies exammed by rank an&( sex at the Universi ty'

*

of North Dakota Journal of Teachmg and Learnfng, 1977 3, No.” 1,

7y 41-46.,

4 . '
qua]iza;ion of salaries for higher . -

Pre s'en ted

Williams, J. D. and Martih, M.
N educat{on 5n North Dakota; or, equal parj'fc;r equal work

at the Assocjation of Inst1tut1-cma’l Researcher - Upper Mldwest

R meehng, Cedar Falls, Iowa, Novanber 2, 1977.

o e
i
[
ai :
7
- ‘. '
L - - - s
. ¥ :
D)
7z
R . .
‘. l?
( . i
; . . )
—
- —_ ]H .
(
R 7 F-
A

~

ot




-518-

we received this "Call for Papers' for this conference. I assume most people

got the same sort of thing (i.e., notice of the conference). My initial reaction
was kind of to laugh and kind of to be put off, outraged, maybe internally to
"cry" a little bit about it. What is going on? Are they really going to have

a conference on the roles of colleges and universities in volunteerism with
academic papers presented? I was feeling very strongly this was something I
didn't want to be involved with. After talking with my assistant, Bob McDonnell,
some other people at Madison House, and especially with my wife, I decided that
perhaps my obligation was to come to the conference and challenge the idea of even
having a conference tike this. So over the past number of months what I have
peen doing is attempting to think this thing through so that my views can be
expressed In an understandable manner. It has been difficult. In =ome cases,

I am sure that what I have to say has been said before in other contexts but I
feel strongly that it needs to be said today.

I don't know whether it is just my good fortune, circumstances, coincidences,
or what, but just the other day I received an artjicle thkat brought all my ideas
into focus. I have a subscription to the Chronicle of Higher Education and in

-~ 1its issue dated April 25, it has an essay (back page column "Point of View')
called "The Professionalization of the Humanities'. What I want to do 1is to
quote extensively from this tut to modify it as I go along in such a way as to
substitute for "humanities' the term "volunteerism'". What 1is being said in this
essay April, 1977 I think might eventually be said about volunteerism in April, 1987
i1f, as I fear, some of the things that are currently taking place in volunteerism
do lead us in the direction that is outlined here. So 1f you will bear with me:
This is written by Simone Reagor who was director of the division of research
grants at the National Endowment for the Humanities from 1974 to 1976.

Scholans and teachers of volunteernism once believed they played a key nole
in society as conveyons of an imporntant cultural heritage and as nunturens in the
young 0§ a valuable attitude tewards Life and mankind.

Thein focus was unquestionably on thein advocacy; they gave nefatively Little
attention to fenmal newards. Scholans punsued thein intenesis because they cated
greatly about what they wene doing.

In recent times the attitude of tcachers and scholans in volunteerism has
undergone a Tragdc clange. Thein sense 04 civic and sociat responsibility has
déisanpeaned. Mcreovern, financial and career rewands arne now more important fon
most cf them than a.e Tthe impontance nnd purpose of thein nofes. .Somewhere afong
the way volunteesism feadens themselves have come to define thein nesponsibif itu
narnowly Lo theis féelds. MNow the {ton cuwitains of Zheir specialities separate Lnem
from each other and §rem society. The tiadition has vanished behind the £ines of
individual disciplines..... .

Sepanate departments exist (n every anea o4 volunteesism--and s3LL newer and
mone Limited oncs are being created each yean. Leanned socicties and professdional
onganizations of evety variety have been established, nangina from ghoups vdth brcad
academic and &4chofuily panposes Lo those with narrowen internests. ... .

Obviously, much geod can be said 4on the professional developments in
volunteenism; all hive nesponded to vandicus needs. But it is equally twe that the

onganizational deveivoment of velunteenism has contrnibuted to thein becoming riaid
and politicak.....
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Progessionalization has intrnoduced power politics to volunteerism, to
the point that politics is now as dominant a force as it is in the sciences
ox even in the business world. Fon many teachers the primary goals have
become the next promoiion, a bigger departmental budget, and attainment of
progessional ofgice on publication of yet another book on anticte. The
motivating fonce of Life is the desire for the constant accretion of prestige
and status. Maneuvering and in-fighting forn these career goals have become
80 common that they create the accepted tone in many departments and prefessional
organizations.. ...

While the conpus of Learning has certainly expanded, the drive to power
has contributed to the wild increas: in the number of jowwals, the enoamous
production of books and anticles, and the development of associations and
centers. Because of the impontance of attaining position and powern, there L8
a tendency whenever differences on disagreements arise in a field fon one
segment to break away to fonm a new association on to establish yet another
fjouwmnal. Under the influence of this politicizing force volunteerism scholars
have spread out in new dinections in onder to broaden thein power base, thus
g&ving mone people opportunities to win position and prestige..... -

The cwvrent §inancial crunch in the educational world has certainly
antensified the problems of professionalization. Under the strhess of economic
difficuliies and the intense competition fon jobs and tenwre, academics are
impelled to find ways to strengthen thein nesumes, to show an even highenr -Level
of professional accomplishment. Maneuvering fon grants and positions 4in
depantments and onganizations becomes ever monre savage. But the process of
professionalization and the nesulting politicizing of volunteerism was unden
way well befone tre economic difficulties began. 1t would be a serious mistake
Zo place. all the blame fon these problems on the ~wwrent onisis. Rather, the
nesponsibility Lies with the people who have chosen volunteerism as a Life
cowrse.....

. Rem

Obuiously it 48 rot possible to netunn to an earnlien Level of informality e
and {nnocence. Non is it desinable. The professionalization of volunteerism
does have sogg benefits. But if we ape to neap those bene&i‘_ts.ﬂw&y, ‘we must
necognize the dangers and the damage alieady done. The Health of volunteerism
can be nestoned only by individunls, by people who care mcne about what they
are doing than about thein political position in a department on field. Universities
‘must find*wags to encounage tinis kind of self~dinection. ....

That's a very ]ehgthy quote. I wish I had written it. I am glad somebody
wrote it about the humanities and I think honestly someday somebody might be
writing it about volunteerism.

Now I would like to get into some of my own personal notes that I have
tried to put together. My own feelin.. {s that volunteerism might work. 1In fact
there are a lot of people who think . already is working and it is working
pretty well. Some even see it as a viable, long run, increasingly dynamic, social
force. Others maybe are not quite so sure. .From a univegsity's perspective (its
so called "mission") on the one hand this situation is a ¢hallenge, an opportunitye-
to explore volunteerism, criticize it, dissect it, participate in it. These
people who do believe in volunteerism want and need to know how and why 1t works.
Academia may have some answers for that. Those who doubt volunteerism's real
value want more information so that can decide whether its worthwhile or not.

495
<«

1

C




N
~

-520-

The growing interest by the academic world offers benefirs to the volunteer
movement if it is approached with considerable caution.

Now from volunteerism's perspective the university does. offer resources
which if recruited and coordinated properly, will enhance Ena.promote the
growth of a voluntary society. Volunteerism has enjoyed a period of prosperity--
let's call them golden years. Though, it has not been a period of economic
prosperity necessarily. 1 feel that the growth and development of volunteeriszm
is due in large part to certain inherent qualities that it has relative to
other fields. There i1s a lot of independent initiative in volunteerism, sort
of grass roots stuff, lots of creativity, flexibility, spontaniety. A great
deal of gelf renewal is evident. There's a constant turnover of the people who
are involved in volunteerism and there’s continuing questioning of what they are
doing and could they be doing it better. This is good. The challenge that
volunteerism faces is to continve to grow and develop and build on those things=--~
the specific qualities and strengths it already possesses. The danger to
volunteerism is that it will fall prey to other forces (not all academic),
sowe of which are mentioned in the article that I quoted. Especially things like
the self-preservation, overspecialization, publish or perish mentality. I thirnk
that anybody in academia can point to certain things that have gone wrorg in the
development of that discipline. What I am trying to do is point out what can
go wrong with volunteerism based on what we have seen go wrong in these other fields.
Since a great deal 1s unknown about volunteerism, that is one of the things that
makes it vulnerable. It has grown very rapidly. Of course there has always

‘been volunteerism (not always called that)--anyone who had done a history of

volunteerism gces back and quotes de Tocqueville and on back. But when you look
at the statistical reports on volunteerism vou see th:t there has been a 3 ’
tremendous growth in the late 1960's, expecially among university volunteer
programs, such as I am involved with, and high school programs. This rapid
growth mav have been haphazard and this makes volunteerism very vulmerable. It
is an attractive thing fer academia to soﬂé in and inquire about. If*you are
perséptive, you can alread&-see volunteerism getting hooked. For example, there
is a debate going on about’the operational language of volunteerism. How do vou
d¢fine volunteer, voluntary, volunteerism? It is a prelude to development of a
jargon, T am not sure there is a volunteerism jargou yet, but there is the
environment for it. There is a great deal of interest in the motivational
asperts of volunteerisr. Wwhy do people get invslved; how do you keep them going;
how: do you determine their specific motivation and channcl them into proper

mest efficient use of that sort of motivation? Theres also a great deal of
irnterest in applying business management techniques to volunteerism. I personally
think this is a really good idea. Voluntecer supervision, training, evaluation,
and marketing are all relevant areas of study.

o

Given this sort of environment you can see how volunteerism can benefit
from a relationship with a university. The real question is: Are the best ¢
interests of the volunteer movement and the unisersity's mission a) an intersecting
set of issues, b) a conflicting set of issues, or ¢) a null set. T think I
personally have ruled out the null set and I would like to see it be an intersezting
set of issues, not a confliciing set. And that to me means both parties have
got to enter into this relationship with a great deal of respect for each other.
They can not abuse each cther for their own purposes. For instance I don't think
that academia should be using volunteerism as a "guina pig" to test out its new

social theories. At the same time volunteerism can not expect academia to contribute
its knowledge without gome reciprocal benefits.

489
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Yolunteerism ig at a crossroads; it is under a microscope and more
questions are raised than are answered. What I propose is a philosophical
approach which is based on what is known in economics as a "Pareto optimal"--

8 situation in which everyone is better off and no one is worse off from the
interaction of the two parties. I hope I have already begun to warn of some

of the impending dangers of an unplanned relationship. I think the role of
universities in volunteerism is to raise questions, test viability, encourage,
criticize, guide, support and especially to intergrate existing and newly
developed knowledge. The danger is that it won't do any of these sort of things
or it will start to do some of these other things I have alluded to, especially
over-professionalization. Since supporters of volunteerism have always talked
of working within the system, avoiding duplication, supplimenting not replacing
the services of professionals there is a chance in a relationship with a
university to abide by these sort of philosophies. Why can't courses in vol-
unteer administration, if we want to call it that, be incorporated in existing
curriculum areas. For instance, business and commerce schcols can do an awful
lot by just mqpifying their current curriculum to deal with the issues that

are especially relevant to volunteerism., The fields of education, sociology,
psychology, urban affairs, and many others all have the potential to contribute
significantly to volunteerism. I don't think that volunteerism, however, should
totally submerce its social identity within these other disciplines. It does
need an identity but not necessarily an entire curriculum (or worse a department)
based on volunteer administration, certification, etc.

I have got another quote which states in another way the feelings I have
about the appropriate relationship between universities and volunteerism. It
deals with action learning which is sometimes described as vplunteer@ém for
,/ qp#aé credit, Action learning is really a multi~disciplinary approach:to

educdtion. It is a.quote from Alan Toffler-who wrote Future SRock: ’

"The combination of action-Leanning with dcademic wonk, and both of these
with a futune onientation, creates a powerfully motivating and powerfully personal
Learning situation. 1t helps close the gap between change ocewuvuing 'out theré’
and change occwuing within the individual, so0 that Learnens no Longen regard
the wontd as divonced §nom themselves, and themselves as {mmune fo {and perhaps
incapable of) change. 1In a turbulent, high-change envinonment, Lt 45 only
through the development of & 'psycholugy of the futrre' that education can come
to terums with.Learning.”

There is currently a lot of talk in education about a so called '"life centered
curriculum.” 1In a sense, since volunteerism reflects life, volunteerism can be
thought of as a life centered curriculum. To reiterate, though, I don't think
volunteerism has to have its own special department or its own special niche
within the university.

Even worse than a lack of interaction between volunteerism and the university
would be something called "academic voyeurism." This is the study of other
peoples problems for academic self gretification. This goes back to the guinia
pig thing. Should academic institutions be trying to identify the body of
knowledge which is unique to voluntecrism? Should practicioners be certified
and recertified to insure competency? Who should do this? How many professicnal
associations are needed? I understand that there are at least 13 or 14 and they
have even formed an alliance of the 13 or 14. Therrnare alot of journals and

Q .
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publications coming out now. There 522 a lot of conferences taking place
(this 1s about the sixth I have ggme to this year. I am trying desparately
to get unhooked). Therefore it is possible, to overspecialize volunteerism.

.+ . Sure, those certain conferences and programs designed to share experiences
and get folks together who have common problems are fine. I think that perhaps

@his conference could be a classic example of over specialization. The jury

is still out on the conference. I am here for as long as I can be to see if
volunteerism is going down the wrong road. I don't think volunteerism needs as
much theory as some people seem to think it needs. I think it needs more
interaction, more intergration, it needs people doing things, not watching
other people doing things. I don't think it needs to be cut up into little
specialities. For instance, I don't want to become part of an organization of
student volunteer administrators in the southeast region of the United States
with universities with 20,000 students who have over a 1,000 volunteers. As
absurd as that sounds, I really think there is a danger that it might happen.

People like me I guess cry wolf. I think all these dangers I have tried
to catalogue can be avoided, and I think the time to start avoiding them is
very close at hand. Volunteerism is a very interesting social phenomen. It
is well worth inquiry to ascertain the reasons for its success. But if vol-
unteerism's needs are not served in such an inquiry and the universities'
needs are served, then I think volunteerism has sold itself short and lost an
opportunity. We can look at other developments, other disciplines and learned
from them. We must before it is too late.

Y . “ ,
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A UNIVERSITY - COMMUNITY PARTNERSHIP
FOR VOLUNTEERISM

William C. Kutz, Co-Director
Eugene School District/University of Oregon
Teacher Corps Project
President
Voluntary Action Center '76-77

INTRODUCTION

v

My interest and involvement in volunteer partnerships has emerged from my
experiences as a Director of a volunteer early childhood program, Program
Specialist for a children's coordinating council, administrator for a
federal inservice project, and Presicent of our local Voluntary Action
Center. Within the scope of this paper, I will be drawing upon these ex*
periences as a foundation for raising some, issues concerning volunteeri

and suggesting a framework for meeting these issues and challenges.; }ﬁé
Jpaper will concern itself with the philosophy of a university-community
volunteer partnership, tue programmatic action needed to create thé partner-
ship, the roles of the university, school, and community in the partnership
system, and finally, the -implication for such an intégrated human care system.

THE SEEDS OF A PHILOSORHICAL PARTNERSHIP

» I d . ) '
I am a beljever in the é}adualist school of change.” This means I somewhere
between the status quo and the revolution. Because of this belief, I see
a vast and rich system of resources available for use by schools, neigh-
borhood associations, governmental bodies, community agencies, and citizen
councils which exist within the university resource setting. However, the
wealth of expertise in research, development, and special instructional
programs of the university must be translated into-action and community
enrichment. John Friedman (Retracking America, p. 110, 1973) outlined the
heart of this partnership between expert (university) knowledge and client
(community) action. The requirements of this mutual communication are:

- The expert, to work with models abstracted from the real world
and operating under controlled environmental conditions;
The actor, to work with models of the real world under the
variable conditions of a shifting environment;

- The expert, to work without regard to an existing power distri-
bution and to be unconcerned with outcomes in the real world;
The actor, to take the distribution of power as the starting
point of his analysis and to consider, first, the means through
which a course of action may be carried out;

- - The expert, to search for certainty in results by means of con-
tinuous exposure to critical views;

The actor, to take on normal risks of action and keep opponents
ignorant of his own strategies; -

Q | -523- 5 -
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- The expert, to be content with general solutions within the
assumptions of the model;
The actor, to seek deterministic answers to the problems of
a special case;

- The expert, to interpret the past;
The accor, to make the future;
. “ . ) .
- The expert, to work without limitations of time;
The actor, to .work under the pressure of time;

- The expert, to specialize in one branch of knowledge at a time;
The actor, to demand a gener31 expertise, capable of taking -
many branches of knowledge Simultaneously into account;
- The expert, to look for success in academic recognition;
i The actor, to look for practical payoffs in terms of profits
and power.

These requirements of mutual communication will not.produce a partnership
between the university and community. There must be something more than
a theoretical description.  There must be a commitment to human dialogue
(Friedman, pp. 178-181, 1973). This human centered dialogue...
- presumes a relationship that is grounded in the authenticity of
the person ang”accepts his "otherness'" as a basis for meaningful
. ) comhunication.

»
-

presumes a relation in which thinking, mc:al judgment, feeling,
and empathy are fused in authentic acts of being.

K

- presumes a relatiom.in which conflict is accepted.

- presumes a relationship of total communication in which gestures
and other modes of expression are as vital to meaning as the sub-
stance of what is being said.

- presumes a relation 'of shared interests and commitments.
- presumes a relationship of reciprocity and mutual obligation.
- presumes a relationship that unfolds in real time.

We at the Eugene Teacher Corps Project have written a proposal for 1977-79
which states that mutual technical assistance which will exist between
teachers in the school district and the secondary faculty of the Teache:
Education Division. The proposal is entitled, Inservice Education and
Curriculum Development: A Research Based Strategy, 1976. The university
will assist a high school to implement an interdisciplinary program. The
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school gtaff will” assist the secondary faculty to develop a model inservice
program. These groups have needs which can be met by the knowledge, exper-
tise, and experience of each other. This commitment is the first stage in
such-a project partnership.

I realize how easily tne communication between expert and client can break-
down and become a source of conscious or sub-conscious conflict. When I

wear my citizen hat, I often find myself saying, 'they (meaning the pro-
fessionals) don't understand, or why won't they lislen". If it can be

that frustrating for me, how is it for citizens who are suspicious of well
intentioned, committed professionals? Frustration and discouragement are

not the sole possession of expert or client. Im ordef”that any partnership
can exist, the commitment: to dialogue must hecome the substance of the
relationship. Oaly in a relationship of I -and you becoming we can a moral
human care system exist (Jantsch, p. 83, 1976).

THE PRAGMATIC PARTNERSHIP - A HUMAN CARE PER.2ECTIVE AND THE CONSIDERATION
OF TRAINING

There are some questions I would like to raise which will lead us to a
discussion of a functioning university-communi ty partnership, For instance,
in the planning, coordination, and delivery of volunteer services should
these services be separated into their own unique category? To be a little
more explicit, should -olunteer services be an incorporated category of

long range planning (3-5 years) like educational planning or a unique subset
of itself? One can gain a perspective on this question by asking to what
extent is meatal health separate from health in the planning, coordination,
and delivery of services. In Oregon, there are two allied systems, the De-
Partment of Education and the Department of Human Resources which are respon-
sible for our children and families (Kutz, 1976). These systems attract

the majority of our solunteer resources yet no where are volunteer serviceg

a major unit of any Department. ]

/

Let's pose another similar question related to the context of training pro-
fessionals who work in a human care and resource development system (Figures
#1 and #2). Who at the university level should be responsible for the
Preservice training of the volunteer counselor, specialist, coordinator, and
administrator? A corollary question is, how can these professionals receive
inservice training and what is the@ole of the university and college regard-
ing this un-captive clientele? Assuming that a human care and resource
development system should integrate long range planning, coordination, and
the delivery of services with the involvement of the community, what type

of professionals are needed to energize 1t and where ought their training
occur? The ecology of this training is an importart variable since one must
interact with the special conditions of the setting to do and grow. It is
equally important to recognize that parents, volunteers, and other community
residents are themselves professionals in the context of professing their iife
in the community, and must continue their life-long learning in the human
care setting.
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At this point, let us revert back to our first question, should volunteerism
be a separate component in a human care and resource. development system?
Although I could be persuaded to answer yes, I feel that, volunteerism should
be integrated ‘into such & system. It.is difficutt for me to condeive of it
any other way although the strength of volunteerism is beginning to demcn-
strate itself as we face the era of finite resources, inflation, and constric-
tion of human service funding." The trained volunteer, in many ways, is be-
coming more valuable than .the paid professional.

If we buy the notion that volunteerism is an integral element of such a.

- human system, then it follows that preservice and inservice education should

also be included in this ‘partnership since one's professional development is
partly a function of the setting in which s/he ,operates. "Consequently, it

is the agenda of the university to assure that it also operates within this ’ %
integrated context, practices field research and Brogram development, and
joins with the community to form a partnership where the research, develop-
ment, planning, programming, and delivery of services occur at the most
organizationally integrated, and geographical unit (Edwards, Moorhead, 1973),
Only within this context can the knowledge of the university be sjoined with
the action requirements of the community to create a partnership which
utilizes the best of both systems. Because there exists the-need for clients
to receive services at the most organizationally (school) and geographic
(community) integrated unit, the focus for the training of volunteer pro- .
fessionals becomes the school-community milieu. One example of this milieu ,
approach 1is our current Teacher Corps Project.

PARTNERSHIP LESSONS -~ THE EUGENE STHOOL DISTRICT - U OF O TEACHER CORPS PROJECT

The Teacher G&rps program began as a national attempt to alleviate the teacher
shortage by recruiting liberal arts students to the teaching profession. As
the overage shrunk and teachers became in oversupply, the Teacher Corps Pro-
ject recognized the need to focus its effort on inservice education within
the school and community. An implicit value behind this type of partnership
is the recognxtxon of changing the priorities of teacher education and colleges
of education and enhancing the relationships between schools, universities,
and communities (Teacher Corps Brochure, 1977). To this end, it is para-
mount that the un1versa_x join with the school and community to create a
partnership which will integrate program development structures, policy forma-
tion structures, and project review and documentation structures within
ecological settings such as federal projegts (Kutz, 1977). This ovdrall
communication and coordination system allows the partners to collaboratxve%y
manage their efforts (Figure #2). : wea =
iservice education as a key element of this partnership comes into being as
a function of the situation in which teachers, aides, volunteers, parents,
community service agents, and others define their needs. It makes sense that
the university professionals would realxze the strength of any preservice
program is a result of their inservice program. This Means that a university
coordinated preservice program for volunteer training”is a necessity. The
U of O has a program called ESCAPE (Every Student Caring About Personallzed
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Instruction) where students volunteer in the schools and Feceive course
work in various depariments. ESCAPE also-allows students to administer
_~~the pr gram themselves, thus assuring experience in administration, super-

vision, and program development.
-

- But there are a number of factors which inhibit the easy development of
school and community inservice programs, .One factor is the fragmented
relationship between the school and community itself. Oregon is becoming
nat;aﬁéllyiinfamous for its school closures, but other states are not
far behind. Another factor;is the increasing power of teacher associations
and their willingness to become more active in professional development. -
And, a third factor is the perception that the university i§ anm alien to the

. school and community. ! Co

Tw
. -

‘s -

As I mentioned earlier, in the world of inservice education there is no

captive. clientele as there is at the preservice level, For the univergity -.

to become a major resource, school and cdhmunipy residents must view expert’
knowledge as translatable to‘their environment and finally to their situation
- as they experience it. A fourth factor that adds further complekity is .
-centered around the nature of the geography and residents of the schoal.
-Teachers are natural residents, but volunteers, parénts, and community agent$
must be also conceived as school residents so that their involvement becomed .
a natural part of the ecological! setting. This type of paxtnership mhsq
evolve,if all the school staff are fo see themselves and each other as of

one kind‘and capable of cooperatively affecting the human system in which théy"
+ -'collectively exist. . - RO

AN

At this point I'd like to*share with you some of the lessons we have derived
from the 1976-77 Teacher Corps experience. Teacher Corps requires tﬁqtrin-
service be available to all school siaff including aides, yolunteérs, ‘and ‘
parents.” For parents, classes in parent education were conducted. Training
sessions for volunteers and aides were presented on communication skills
a and-understanding children, assertiveness training, and problem solving,

and tutoring in reading and math. Approximately 100 volunteers were trained

in three months. In order for us to come this far, a volunteer management,

system was implemented to encourage a positive relationship for volunteers

within the school organization.
In delivering inservice for teashers, we have experimented with the idea of
request/response inservice (Turner, 1976). The basis of this idea is more
closely allied with the agricultural extension agent model, a model which °
most of you are familiar with, whereby the' agent links the need to the re-
source. In other words, we are using a model which is derived from the

fields of community development and continuing® education. A ma jor conceptual
breakthrough became established since finally an inservice model, not a

——— i ——

prq§e€vice model, was used in an inservice setting (Turner, Hersh, Arends,
1977). i

Some interesting patterns and events are emerging from the application of this
concept. First, teacher associations have betome very interested in the po-
tential of the model because it begins with the teacher. Second, a trusted’
<
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Anservice educoior must operate in the school milieu  We have averaged é%

one request per day where our ingervice specialist eperates and none where

he does not; even when those schoals are 1n our target service area.

Third, when the diagnosis of need is done by a third party (not the original
client), the resource consultation has proved to be unsatisfactory. Fourth,’
approximately 90% of the consultations are done by district personnel and
10% by university consultants. We originally believed the percentages would
be reversed. Fifth, seldom does the need become 'met im one consultation.

And, sixth, about 1/3.of the requests are programmatic, that is, centered

outside of an individual classroom situation. ‘The concepts and emergent

~ patterns are becoming significant indications of the future role of train-

ing, not only of teachers mut also' those in the service of school and
community., A serious question .ariseés: h)w can the university and the
comnunity together 1nf1u3£ce qug}Lgy-trarnlhg for volunteers and profes-
sionals "in the school-conthunity setting? .

SUGGESTIONS AND SUMMARY 5.
| - 3 o .

fn order that a human care part ersh1p ex1$ts between thﬁ,unlverSLty and
communlty (See Figure #3), planning, coordination and service delivery,

must be 1ntegra;sd. The isolationof citizens from this structure and the
fragmentation of effort is no longer\ justifiable. We have the conceptual
models ‘and mechanisms to assure an ihtegrated cffort (Kutz, 1976,7°1977).

The training of volunteers and professionals/must emerge out of this,
ecological system. The results afdd éxperi nces of this in-the~service-ot-
effort must be fed into the univefrsity trdinirng program in order that pre- -
service training be guided by the nature qf inservice training. Because
professionals and volunteers work in schodl and community settings, e
university experts must be involved in this setting in order that thés can
learn what is working and why. This will require the university itself to
internally integrate their own human resources. Only if they can accomplish
this task will human resource students leave with a vision of the whole

and how it may operate. If university and community do not accept this

role, by default volunteers, professionals, and other professionals will look
to community colleges, agencies, and each other for continued education.

Some universities and colleges are already moving toward Colleges of Human
Services in the attempt to capture what is already transpiring in the

client world. Perhaps the most influential role colleges and universities
could take would be to research and develop programs and deliver the programs
which would assist schocls and cormuhities wanting to create their own
partnership at what ever level they identified and in doing so would be
capable of creating such a partnership within their own setting.

T
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RESPONSIVFE INSIERVICE - A PRIMLR

(The purposc of this primer is to introduce an inscrvice model which
is very different from the conventional one. 1If Lho reader needs more
information call the Teacher Corps Project (687-3%22) for copies of
the three papers noted at the end of the paper.) ’

WHAT IS IT?

The new model inservice proposes to make help available to teachers
in much the same manner that agricultural extension agents consult with
farmers who have a problem. The essential attributes of the new model
are that demand-response time is short, consultation is done on an in-
formal and individual basis, and the 1life span for each consultation
is negotiable by both the "agent" and the person asking for help.

The mechanism will operate briefly as follows: (1) a staff member
in the Churchill area identifies a problem related to teaching; (2) the
problem is relayed to the Teacher Corps Project whose personnel will
immediately begin searching for an appropriate College of Education
staff member to link up with the District person having the problem;

(3) at the earliest mutually convenient time the two individuals would
meet at the school site. This initial consultation would have one of

several possible outcomes: \ s -
. (a) The initial meeting produces relief and the consultation termi-
nates.

(b) The initial meeting leads to subsequent meetings, observations,
etc. which other staff members may join. )

(c) The initial meeting may balloon into a conventional DCE type
inservice class if both participants concur that the necd can
be best met that way. -

(d) The entire transaction may be terminated after any meeting if

~ either party concludes that further consultations would probably

be fruitless. 1In this event the mechanism could be recycled to
call in a different consultant.

WHO IS DOING ‘IT?

The inservice model is an experiment being funded and conducted by
the University of Oregon - School District 4J Teacher Corps Project.
A coordination committee, composed of Keith Acheson (Project Co-D:irectory,
Martha Harris (Churchill Region Curriculum Specialist), Dick Hersh
(Associate Dean for Teacher Education, University of Oregon), and Jack
‘Turner (Project Intern Team Leader) will o;;ﬁ%ee the linkage and coor-
dination. Jack Turner will serve as the primary conduit, clarifying
and linking requests with campus resources. Jim Bavry, a Proj)ect mem-
ber located on the campus will handle coordination on the University
side. ’

The Eugene Teacher Corps Project has as 1ts main focus assisting
school staffs in implementing the Oregon Minimum Standards. Project
" members are particularly interested in providing training in the areas
of diagnostic/prescriptive teaching, goal and competency development,
program assessment and community involvement. The new 1nsecrvice model
would not, however, be limited to inservice in those particular arcas.

APPENDIX #1
=533~
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Responsive Inservice - A Primer s34

WHEN WILL IT HAPPEN?

We intend to be in business by the first of February. The experi-
ment will continue functioning until the end of the current school year
when an evaluation of its usefulness will take place.

WHERE WILL IT HAPPEN?

Because the Teacher Corps Project is a federal project focusing
specifically on Patterson and Churchill High School, our first priority.
must be to serve those two schools. As resources allow we will make
the service available to all schools in the Churchill attendance area,
then perhaps to all schools in the district.

The inservice consultations themselves will be presumed to occur
at the school site except where it is apparent that the consultation
would be more useful if held alsewhere.

WHAT ARE THE MODEL'S LIMITS?

As indicated above the service will be limited somewhat in its
availability to teachers district-wide due to our prOJect focus in the
Churchiil area. Ancther limitation implied by our madel is that it pro-
vides for individually percelzed needs only (as opposed to system needs).
It does not provide for flying in "name" consultants from distaht-places
nor is it intended to pay for new programs sought by school staffs.
Flnally the model is not intended to duplicate or infringe on the inser-
vice efforts currently operatlng in the district. We recognize the fact
that there are many inservice needs being adequately met byﬁghe present
system. We will communicate with other district inservice asfencies and
refer needs to them which are not suited to this medel.

WHAT ARE THE MODEL'S POTENTIALS?

L}

(1) One-to-one professional consultation on a specific problem
which should generaze an individualized and specific response.

(2) Rapid response to expressed needs of teachers.
(3) Increased relations between U of O staff and 4J staff. ‘

(4) Increased awareness of each other's settings by both University
and District staffs.
J
(5) Possibility of reciprocal inservid&ng between the University
and District.

[
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EXPLANATORY PAPERS

(1)

(2),

(3)

"Open Letter to the Dean on Inservice Education" by Bill
Dirummond, University of Florida, March 3, 1976. (Drummond
is the source of the extension agent model in this twenty-
two page letter which does an excellent job of identifying
the problems arising from the inservice mechanism as pre-
sently conceptualized.)

"Inservice: Needs Assessments, Academic Freedom and the

Six 0'Clock News" by Jack Turner, Eugene Teacher Corps Pro-
ject, November, 1976. (This short paper attacks the value
of needs assessments, the cumbersome nature of conventional
inservice, and advocates for their replacement by the exten-
sion agent model.) )

"Charter of Churchill Area Teacher Corps Inservice Coordina-
tion Committee", January, 1977. (This charter details such
things as who is eligible ‘for consultation, acceptable
sources of consultants, the mechanism and how it will oper-
ate, and limitations on the experiment.)

-
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VOLUNTEERING AS A TEAM
Colin Ducolon
Champlain College Burlingtcen, Vermont

Two programs within the Community Services Division at Champlain
College in Burlington, Vermont, are based on the philosophy that combining
academic work with on-the-~job experience enhances the student-learning
process. Students in both the early childhood and social services pro-
grams spend time each semester volunteering in schools and agencies to
further their own knowledge and further the efforts of teachers, counselors,
and social workers.

This is not unique. Most education and social work programs involve
both academic work and field. experience. What is somewhat unique is ~ur
method of combining theory and practice for our early childhood stiddents.
I would 1like to describe that method and also to suggest its application
to other fields of education and training.

The initial course in early childhood education, Observing and
Recording Behavior, finds all twenty-five freshmen working in our campus child
care center. Students work in groups of four or five spending one-half day
per week interacting with these three, four and five year olds. As a team
they uay be assigned specific tasks such as recording the number of times
children use the block area or the amount of running betweeu interest areas,
planning mid-morning snack, organizing a walk around the neighborhood, or
designing a new toy or game and evaluating 1its use with children, This
initial experience is organized with guidelines_ and specific goals. Students
are not left totally to their own devices to meet the needs of the young
children. However, it is each student 8 unique experience that provides
the framework for child development theory.

The 1nduct1ve approach is emphasized. Rather than starting with
general principles of child development and applying these principles to
actual situations, we start with real "hands-on" experiences and their
involvement with children. Hypotheses regarding the causes of behavior are
generated through active involvement with children and their parents.
Gathering data and evaluating its implications on the original hypothesis
mdkes child development theorists out of each freshman student. 'Learning
by doingV is emphasized throughout the experience.

As the college’ supervisor of the child development team, I can discuss

. individual children's behavior knowing all students have a common frame

of reference. A variety of approaches to understanding and evaluating
behavior is encouraged. Ohce the behavior is observed, recorded and discussed
we can proceed to the ideas of some of the "experts' in the field. Piaget,
Erikson~and Montessori seem much more relevant when their approaches can

be compared with the students' own. It is exciting for me to observe
students questioning these authorities in light of their own observations.

Members of this child development team grow both individually and
collectively. Self-confidence is built up in the small team approach.
Such confidence can later be applied in the weekly total-group seminar.
The reticent freshman may have valid and relevant ideas but hesitate to
share them with a large group. The cohesiveness and support of five or
six encourages each to share and express opinions.

-s37- 018§
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Strengths are supported and weaknesses are often overcome with team
members' help. The sharing of a morning's observations certainly furthers
communication skills--both verbal and written. When a student's written
records are not clear or objectively stated, a fellow student’'s’ constructive
criticism brings greater results than my red pen. Providing verbal argu-
ments for one's position develops both self-confidence and self-esteem.

» The logistics of this approach are quite simple. Twenty-five students
are divided into five or eix groups which plan and work together one-half
day per week in the child developmént center. A team conference is held
with the college supervisor every other week and individual conferences are
held every three weeks. - Conferences are used for evaluating each day's
activities, discussion pf children's behavior, and planning future 'activi~
ties in relation to the behavior observed. Total class seminars are held once
a week for a three-hour period. Close student-supervisor contact is main-
tained throughout the semester. Textbook theory is presented during the
seminars as specific aspects of child development are observed and discussed.” .
Responsibility for basic child development theory is not left to the student.
The supervisor must generate discussion in areas that may not be evident
to students. | :

Along with féaching the weekly gseminar and leading team and individual
conferpnces, I also plan some model micro-teaching units with the young chil-
i dren. Video-taping my own activities with- the young children provides much
i of the support for my suggestéd methods of dealing with behavior. Such
tapes can also be used in discussing individual children's behavior. My
approach often does not bring the best results. Student suggestions and
comments on their college instructor's behavior may be novel. College
freshmen are not often given this opportunity or this responsibility--for
with criticism must come some positive suggestions for change.

e —————,

This initial semester is followed by three more which may or may not
include teams of students working together. Some students are now capable
and anxious to work on their own. Others may need or simply prefer the team
|, -approach. However, the foundation has been set. Students have begun in a
safe, comfortable environment which builds self-confidence and responsibiilty
c el to others. _

The-team approach is beneficial to the student, the college supervisor
and to the client being served. ®I believe this approach is applicable to
- situations beyond the early childhood setting.

Twenty students studying the aging process in a ggynholcgy or Human
Development course could immediately apply Tnformation gained from textbooks
and Iectures to volunteer work in g nursing home or home for the aged. The
- college instructor would provide t framework within which students could
’ ‘learn dbout che netds, concerns anf’problems*of the aged directly from the
aged themselves. ™’

N L
\> One of the- most misunderstood life stages could be experienced first-
_hand. -The reluctance of some to directl) work with "old, senile people' -
might be lessened somewhat by the team's support. {-

- X
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Last semester one of our most vocal, Sutspoken seniors at Chaﬁﬁ%@in
had accepted a volunteer assignment at a private nursing home in Burlfhgton.
Her goals included visiting two elderly residents on a regular basis.

Initial reactian was quite negative and was openly expressed in the) team
conference and the weekly seminar. Her strong negative feeling toward ‘close
contact with the aged raised many questions for the supervisor. On her first
visit to the patients' room she broke into tears recognizing her own grand-
mother in one of the ladies. After some time it was learned that her ‘
grandmother had died in a home similar to this one. She wanted to overcome
her strong feelings but needed support. The supervisor and her classmates
provided that support. On her weekly visit she left notes to the resident’
supervisor ranging from, "I could only take it for ten minutes today" to

"I was here for two hours; I deserve a go'4 stari" The semester 1s now over
and the girl continues to visit her friends in this nursing home. Responsi-
bility was developed through the student's own action. She has gained greater
understanding of the aging process, institutional care; and perhaps most
important 'of all, a greater understanding of girself. This might ‘not have

- been achieved without the support of the supea isor and her classmates.

/

Other types-"of institutions could certainly benefit from team efforts.
Elementary and secondary schools continue to need extra help in classrooms.
Of ten, however, student volunteers become coqfused and frustrated due to
a lack of organization in their efforts. A college supervisor acting as
on-site coordinator zould alleviate many of the school's problems and further
the efforts of the student volunteers. Communication among the college,
the student and the participating®institution is direct and open. Daily
and weekly review sessions enable the student to evaluate his performance
and set realistic goals. R ’

Medical hospitals, institutions for the mentally 111, retarded and
emotionally disturbed, as well as housing developments and recreational
programs also seek the assistance of concerned volunteers. Such field
locations are not only within the bounds of social work or education pro-
grams however.

A team field experience 1n such places for students in sociology,
psychology, political sciencé or economics courses would certainly adq a
great deal to the usual lecture and textbook. Knowledge in these areas
is applied on a first-hand basis. Students learn as they build communi-
cation skills. Students increase their own self-confidence and sense of
responsibility as they become better community citizens. The college
supervisor becomes involved in an area where he or she 1s also challenged
and required to try new approaches to teaching. The trite.statement that
one should '"practice what one preaches" 1s realized fully when college
instructors get out of the classroom and into community service work.

i

It may seem that this team approach is limited to colleges located
in large urban areas. This 1is not true. .1 would like to conclude my
remarks by suggesting tws ways colleges can utilize this approach without
necessarily needing large cooperating institutions.
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First, students could meet the needs of people in individual settings
and then bring their observations and records back to a team conference
for discussion and evaluation. A couple of examples--accounting students
could organize a free income tax service to citizens in their community.
Classroom learning would be applied directly as students gain self-confidence,
and learn how to deal with people effectively. Nursing or home economic
students could provide nutritional information to expectant parents
and/or families. Home visits in student teams would provide support and
valuable information could be gained first hand on family relationships

" and food buying habits.. These are just two examples. I am Sure you can
think of others. Citizens in our communities have unmet need.. Perhaps
the college community can help satisfy some of these.needs by designing
their own volunteer programs on an individual basis. .

Secondly, I would suggest that colleges establish their own facility,
institution or program to meet an unmet communit& need.

, .

Two years ago, Champlain’ College established a Community Education
ACCESS Center to provide counseling and career information to adults in
Burlington. Staff for this center came from the secretarial, social .work
and early childhood programs: Team, effort was most important. Caring
for an infant while a mother took an interest inventory, helping a high
school dropout .type his resume, and building group communicaticn skills
were jdgi some of the -tasks organized by students with the aid of thc
Center's director. The Center continues to grow in its servicc to adults
in Burlington. The students continue to grow in their firs<-kand experi-
ences with people in need.' Learning ddes not benefit the learner only.

~ It is a reciprocal relationship when the student, the instructor and the

+ client all grow from the field experience.

Other progzrams could be developed--youth programs, summer recreational
o programs, family counse’ing centers, after school aciivity centers,
informational and counseling centers, and educational resource centers.
The possibilities are limited only by the 1mag{3ptioﬁ7’creativity and
flexibility of students, instructors and ¢lients in need of service. X
These are two idea: that cou be tried in areas that do not contain
large’ cooperating institutions.

Volunfeering as a team is cne approach to enriching student and
faculty growtn and development. It has worked at Champlain College and
continues to add strength to our programs there. It may be an. approach
some of you might wish to develop.

o
oo
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FORMS AND FORMALIZATION OF VOLUNTEERISM: AN HISTORICAL PERSPECTIVE
Charles G. Tildon, Jr. and James C. Thomson, Jr.
Maryland Service Corps

As practitionérs in the field of vo]unéeerism, ratheir than academicians,
our interests are somewhat different, and our perceptions can be assumed to
be more subjective and visceral, than those of a social scientist-or an hi s~
torian,

With these constraints in mind, therefore, we hope to illuminate the
present and future of volunteerism, and some roles of the university within
it. From our vantage point in this final quarter of the 20th Century — and
the first quarter of the nation's third century, we propose to review the
forms of volunteerism which were normative in each of the three major socio-
economic eras of our nation's history; the Agrarian Age — which preceded the
substantive and ubiquitous impact of the Industrial Revolution; the Indus-
trial Age — which was the fulfillm.  of that Revolution; and the Techno-
logical Age — which is the jnfant ci. d of the Post World Ward II Technolo—
gical Revolution, OQur purpose is to seek to identify at least some of the
primary sources of the ferment and conflicting viewpoints which are charac-
teristic of volunteerism today,

Our primary interest, and the focus of this paper, is volunteers; de~
fined as individuals who of their own free will provide personal service to
other identifiable individuals and comurities. Thi§ is a much narrower
focus than that of others whose interest includes the origins, nature, and
functioning of voluntary associations — like churches and veterans organi-
zations, as well as voluntary political, environmental, and consumer action
movements and groups. For the purpose of this paper, we-are also excluding
voluntary service on boards and commi ttees,

Nevertheless, our narrower focus is quite broad, encompassing three
types of ‘volunteer service which we define as follows:

1. The first we call '"Neighborly Helping''. These
acts of service are typified by those numerous
instar-es of direct helpfulness among kinsmen,
neighbors, and strangers, Generally, these
acts are unrecorded and frequently anonymous;
ranging from the simple response to a stranger's
request for the time of day, to preparing food
for a neighbor on the occasion of death in the
family, to helping a friend pack and move to a
new home. This type of volunteering is rooted

in the Agrarian Age.

4. For a second type of volunteer service we use the
more technical labsl, Mediated-Restricted:
"mediated’ to indicate that volunteer service is
rendered through an gency or organization, ard
"restricted" to denote that the voiunteer, the
agency, and the recipients of the service belong
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to the same population group. In this category
are numerous mutual aid associations estabiished
at various times during the Industrial Age by
ethnic, racial, economic, religious, social, and
other sub-populations to care for their own. The
early days of the Hibernian Society and the NAACP
are examples ot organizations covered by this type
of volunteerism. The Girl Scouts, however, which
serve a population group defined by age and sex,
come under our third type.

3. This we call, Mediated-Universal, and is the type
we believe most frequently comes to mind when the
term "Volunteerism' is used today. The Universal
type covers the more or less organized programs
operated by or for a host of public and private
agencies and institutions, This is the primary
arena of professional volunteer coordinators and
administrators, Volunteer Bureaus, and Voluntary
Action Centers, who recruit volunteers from the
public-at-large to serve in hospitals, schools,
libraries, and multitudes of other human service
agencies. It may be argued that there are two
types of Mediated-Universal volunteerism; one
which had its origins as a private movement in
the Industrial Age, and a newer public form which
was born in the Technological Age. We choose
to link them as a single type, however, because
though their distinctinve origins are a major
ource of current tension, they are also moving
toward greater coherence and cohesion.

During the more than 300 years between the settlement of the early
Colonies and the beginning of the Nation's third century in 1976, Ameri-
can society has undergone phenomenal changes. Until recent times, the
single most influential engine of social and cul tural change was the de-
velopment and diversification of the machine; an essentially reliable
substitute for human and animal muscle power,

The Industrial Revolution significantly impacted on virtually every
social institution, past and present, It gave birth to some - such as
labor unions; brought extinction or near extinction to others ~~ such as
the family farm; and changed the appearance, if not the essence, of scores
of others. Of particular interest to us here is its impact on three in-
stitutions which have survived; volunteerism, t-: family, and the univer-
sity. Each of these institutions was affected in different ways and to
different degrees by industrialization.

In the 18th Century and earlier, the iypical American volunteer was

not known as a "volunteer", and by today's standards, dd not act like a
volunteer. Hs or she — and frequently he and she together — were sim-
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ply helpful neighbors. The typical American family were farmers; members
of a close-knit face-to-face community centered around a small village
o town, ‘ ,

Except for the occasional physician and teacher and’circuit-riding Prea-
cher there was nothing analogous to what we now call 'service delivery sys-
tems''. The vast majority of human needs were met within the family — which
frequently encompassed several households. Catastrophies like fires, floods,
epidemics and other major needs were met by the whole community, as typi-
fied, for example, by 'bs 'n raisings' among the Amish and other Pennsyl-
vanie German religious sects.

The farm was a basic economic unit for both the family and society as
a whole. It was operated and maintained by the manual lar~r of all able-
bodied members of tie family., The basic rhythm of 1ife and ordering of
activities was governed by the Sun and the Seasons; a system of governance
which provided families and communities with a.great deal of flexibility
for Jeeting the needs of family members, neighbors, and strangers.,

These early rural communities were generally homogeneous because they
tended to be set..ements of people from a common homeland, of a common
language and faith, — and in most places, without significant distinctions
of caste or class. Birth, death, sickness, baptism, and marriage were com-
munity events; with almost everyone performing some kind of supportive role.

For the very reason that ''neighborly helping' was a totally integrated
element in the fabric of the Agrarian Age, and not conceptually distinct,
we cannot realiy speak of an interfacing between the University and Volun~
teerism at that pcint in our history. In addition to the fact that this
kind of neighborliness went on among students and faculty in the small,
private, and often church-related colieges, the curriculum generally was
oriented ‘' 'ward the ""helping" professions; preparing students for subse~
quent appsienticeship for the Ministry, Medicine, Law, and Education.
Therefore, whether in the village or the campus, life was personal, essen-
tially stable, and place-oriented.

In the 1¢..a Century, and progressively expanding through the mid-20th,
all this underwent charge, =i first subtle, and then substantial, With the
development of mining, which stoked the fires of the Industrial Revolution,
work became less and less a Tamily affair, and a family?’s livelihood was
increasingly based upon productive activity separated from the home. Even-
tually the hub of American society moved from the farm to the factory. The
close-knit and seamless fabric of rural life berame tattered. Gaps developed
between human needs and the abilities of family and community to meet those
needs under the old forms of neighborliness.

Understandably, we believe, the early hon-relationship between cloistered
higher education and the rest of society continued for a time after the In-
dustrial Revolution began to impact on agrarian America, As colleges were
communities of though rather than labor, they were affected indirectly rather
than directly by the labor-saving machine. But clearly, these indirect effects
were substantial; most notably in a dramatically expanded view of the gccu-
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pational ends of education and a corresponding growth of public higher edu-
cation, Through the Morrill Act (Land Grant) of 1862, it became national
policy to encourage State govermments to focus on higher education, so as to
stimulate the development of the ‘‘agricultural and mechanical art*s''.

As industrialization gained momentum, the earlier homogeneity of place
was gradually superceded by the heterogeneity of urbanization — an end

product of industrial growth, immigration from Europe and the Orient, and
/E;ansﬁfﬁ?ation within America.

.

-

-« In.the midst of this social and cultural turbulence, organized volun-
teerism was born. Because we are neither professional historians nor social
scientists, it is not clear to us whether the Restricted and Universal types
developed concurrently, or whether one preceded the other. We tend to be-

~1ieve they developed at more or less the same time because they were re-
sponses to different but coexisting conditions.

As ports and other cities of commerce became centers of industry, immi-
grants from Europe and the Orient, and migrants from rural areas expanded
. the urban population. Language, religion, and color were three primary
factors which determined where people lived and the kind of work they could
get. The greatest options were available to the white English-speaking
newcomers who were already integrated in the established culture. By choice
born of necessity, however, East Europeans, Scandinavians, English-speaking
Catholics, and others settled in ethnic enclaves where they organized a
variety of mutu2l aid associations, such as the Hibernian Society which was
founded in 1853. A somewhat similar pattern developed among blacks; a grow=-
ing nunber of whom migrated from the rural South. But there was a difference.
In many instances black urban settlements were established, not by choice

born of necessity, but by necessity born of law. Several cities established
black territories by local ordinance.!

At the same time, however, in addition to the problems and solutions
which were internal to these population groups, urban society--at-large was
developing educational, recreational, and welfare needs which could no longer
be met in the home or neighborhood. The latter half of the 19th and early
20th Centuries was the period when well-known contemporary national volunteer
organizations were formed; such as the Red Cross, the YM and YWCA, and the
Girl Scouts and Boy Scouts. And while the Hibernian Society and the NAACP
were established to serve the needs of their own brethren, the universal
type of volunteerism was organized to serve strangers; le whose eligi~
bility for receiving services was based simply on need,

Like industrial society itself, volunteerism became a creature of the
time machine, the clock. 1iIn the mine and factory temporal flexibility was

John Hope Franklin, from Slavery to Freedom, (New York, Alfred A.
Knopf, 1967), p. 436
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radically dimished. From a nation of self-employed farmers and small entre-
preneurs, whose day began with the Sun and the Cock'!s crow, we became a na-
tion of employers.and employees, regulated by the clock and the factory
whistle, )

Our concern here is not to list the organized progeny of volunteerism,
nor to elaborate on the wide range of services they were established to per-
form, Rather, we wish to emphasize that these responses to human need were
organized to tap the neighborly attitudes and helping instincts of people
during non-working hours,

The modern concept of volunteerism developed as a corollary of the con~
cepts of "spare time' and '*leisure time" (Parenthetically, it may also be
said that volunteer service was seen as 'non-work''). And because the Indus-
trial Revolution produced a more clearly identifiable class system based on
income, and a new societal group — the Middle-Class, the typical American
Volunteer of the Industrial Age continues to be the non-employed Middie-
Class homemaker.?2 she represented the primary social group for whom the
use of time remained most flexible. To be sure, though she had more 'feee
time'' than many others, she, too, could be flexible only within the time -
constraints of a society in which the education of iier children was a matter
of law, and mealtime was determined — however indirectly, by company po-
licy. In other words, there were times when she had to be at home. There
were legions of others, of course — men, women, youth —who performed
voluntary service after work or after school; but the Middie-Class homemaker
was most typical,

¢ One partial exception to this was to be found on the American college
campus. Ouring the Industrial Age a more overt relationship began to emerge
between higher education and organized volunteerism, With perhaps the single
exception of the Cooperativc Extension Service, however, the relationship
was essentially informal and extra-curricular.

For many generations ccllege and university students, with the support
of individual faculty and other members of the campus comunity — such as
YM and YW Secretaries and College Chaplains, have been extensively involved
in providing volunteer service to many populations in need beyond the campus,
Because learning was seen to be the primary work of students, however, most
student volunteer service was performed on weekends. And though they were
not homemakers, as higher education was predominantly private, and enrolliment
was small by current standards, even on the campus organized universal volun—
teerism was a Middle-Ciass phenomenon., It was performed by those who could
afford it,

During the Industrial Age; this was the normative pattern of the link
between Volunteerism and the University unti{! as recently as the 1950's.

2y.s., ACTION, Americans Volunteer - 1974, a Statistical Study of Volun-

teers in the United States, zwashington, DJsC.: Governmment Printing Office,
‘975) ? P.3
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As an institution, the Uriversity did little to accommodate student interest
in volunteer service beyond a general accommodation to a varied range of
extra-curricular clubs, programs, and Greek letter societies,

The decade of the Fifties was the beginning of the twilight period of
transition from the Industrial to the Technological Age. The foundations
of the Industrial Revolution had been laid over the centuries in the ‘academic
centers of Eurcpe, Therefcre, while American higher education contributed
to its growth, it had nothing to do with the birth of industry, In the case
of the Technological Revolution, however, American higher education had a
great deal to do with its hirth. ‘

Historians tend to agree that the beginnings of the Age of Technology
are tied to the development of Radar and the Atomic Bomb in the mid-Forties.
To use an image of Marshall MclLuhan,3 as the machine was an "extension' of
man's arm, the electron and atomic particle were "'extensions" of his mind;
and this is the work of the university,

Before the end of this century's sixth decade, history's most neariy
global war had ended, the United Nations Organization was founded, a new
generation of servicemen died in Korea, the Supreme Court ruled that seg-
regated education was unequal, the jet ajrcraft engine was in commercial
use, the U.S.S5.R. launched Sputnik, ccllege enroliment began to climb, and
American college students were labled "Silent",

Then, in 1960, some of you may remember that dramatic change in be-
havior when the "'Silent Generation' literally changed their appearance
overnight from campus to campus across the land. They were responding
to what then was no more than an idea presented to a Michigan college
audience by "residential Candidate John F. Kennedy — the idea of a Corps
for Peace.

This was a time when many traditional barriers - which represented
both bondage and security — were falling; barriers of time and space and
custom and law, As the world grew smaller, there was a growing sense of
greater responsibility and interdependence in what came to be seen as a
global village.

Having been silent, perhaps, out of a sense of helplessness and
ineptitutde in the face 'of such foundation shaking, the notion of a Peace
Corps, and then the development of the program, gave students and others
a handle for action. But the Peace Corps could not contain the scope of
the enthusiasm for change-oriented voluntary action and volunteerism; it

flooded out to help carry the Civil Rights movement and related movements
of the Sixties,

3Marshall McLuhan, Understanding Media, (New York, McGraw-Hill, 1964).
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Like our society itself, volunteerism is still in this;Leriod of transi-
tion, of ferment, and conflicting viewpoints. There are some, for example,
who identify the origin of organized volunteerism with the founding of the
Peace Corps.® As we have tried to show, organized volunteerism was born a
century earlier. What happended in the early Sixties was that the organized
universal type of volunteerism went public, And in less than two decades,
Government-syonsored or supported volunteerism has been replicated in many
nations, as well as in many states and municipalities in America. In addi-
tion to this record of growth, nowever, we believe there are other signifi-
cant factors which deserve more attention than they have received,

As practitioners, one of the things we hear 1is that certain of today'’s
minorities —— especially blacks — do not participate extensively in volun-
"teerism, There is ample historical and contemporary evidence that Neighborly
Helping is at least as endemic among blacks, Chicanos, and American Indians
as among any other minority or majority. There is also extensive evidence
that these minorities have learned survival skills at least as well as
others, and over the years have operated their own intra-group volunteer
programs, What is true is that until government stepped into the field of
volunteerism, the organized universal type was essentially closed to these °*
minorities,

With the advent of a sense of identity and kinship based on wealth during
the Industrial Age, there developed also a sense of difference between the
providers of service -— the volunteers, and the recipients of service. Much
current volunteer literature stiil speaks of the 'haves' and the '*have nots',
But this is a distinction which is not operative in Neighborly Helping, nor
was it operative within the Mediated-Restricted form. It appears that these
were labels coined by the dominant, essentially Middle~Class, society. The
Universal form of volunteerism was for those who could afford it. And in
spite of its altruistic intentions, it shared in the colonialist attitude
and paternalistic values of that period of American and Western Civilization.

Whereas blacks were among the earliest and continuous migrants to the
cities of the North and West — a migration closely associated with indus-
trialization, their extended geographic and sncial isolation was not analo-
gous to the socio-economic circumstances of a group of alien settlars in a

strange environment. It was the result of cultural and legal sanctions of
American society.

Over the years U.S. Census data have indicated that as blacks became
urbanized, levels of education and family income increased. What the data

does not show is that frequently, as in the Agrarian Age, it took all able-
bodied members of the family to produce the income which on a statistical
basis, may compare_favorably with non-black families whose income is pro—

“U.S., ACTION Report of the International Conference on Volunteer Service,
Vienna, Austria, Jugi 2] - July 2, 1976, Washington, 0,C.: Govermment

Printing Office, 1976, Introduction
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duced by one employed member, And aside from the fact that black Middle~
Class income has always been lower than that of the white Middie-Class,

evenr having equivalent income did not mean they had the same equality of
opportunity to choose to become fully integrated into the Industrial Age
society and culture. In certain respects, therefore, while learning to
survive as residents.of northern industrial centers, even to the extent -
that some of them prospered, the values and style of the black family
continued to be rooted in the Agrarian Age.

In a sense, we believe, because American society in the Industrial Age
passed blacks by, in terms of their relationship to the universal type of
volunteerism, American blacks have skipped an entire era. Organized uni-
versal type volunteerism did not become a genuine option for blacks and
other minorities until volunteerism went public after the Technological
Age had already begun,

In the Agrarian Age, identity and kinship were rooted in geography.
With industrialization, who you were became a matter of wealth or the lack
of it. And in the Age which was introduced by the Atomic Bomb, the identity
of persons, communities and nations — as well as the relationships of each,
is a matter of power. In the 1960's life became more_broadly politicized.
Many persons, groups, and nations who still tend to be viewed as. "have
nots' demonstrated an unprecedented ability to control their own destinies
and to impact on the formerly secure realms of the 'haves',

You may view the creation of the Peace Corps as altruistic, self-
serving, or somewhere in between. But political interpretations not-
withstanding, with the creation of the Peace Corps a national goverrment
was responding to the notion that despite the differences and conflicts
which divide the world, we are all residents of a global village in which
the uncontrolled or irresponsible release or exercise of power could spell
disaster,

In conclusion, then let us briefly cite some of the features and effects
of this new form of volunteerism as it coexists with the continuing earlier
forms.

Overall, governmental action changed the composition and broadened the
purpose of universal volunteerism, These changes, in turn, have transformed
volunteerism's style, expanded its objectives, and have eroded its "leisure
time'' definition,

1. As already noted, these new’public programs opened
the door of universal volunteerism to those who had
been excluded, They made it affordable to segments
of society who, during the Industrial Age, did not
have access to the subsidy of private wealth; the
poor, the young, the elderly, minorities,and others,

2., Secondly, as a reflection of technology, which is the
, art of hoy we do things, volunteers were enlisted to
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solve problems rather than to simply meet needs. The
primary purpose shifted from caretaking to develop-
ment, and much recruitment and placement focused on
specialist rather than generalist skills.

3. Thirdly, though volunteers had special talents and skills,
there was a deliverate effort to avoid earlier paternalis-
tic styles by training volunteers to serve as equals, 'if
not subordinates, to the recipients of thei( service,

b, Fourth, as a result of this egalit~-ian style, it was
discovered that volunteers gained while they gave. In
iddition to making it possible for us now to recognize
that volunteers have always had a self-interest, volun-
teerism now openly includes among its objectives a
variety of values for the volunteer.,

5. And finally, because the government-sponsored programs
were for full-time limited term service, it has begun
to emerge as an alterrative to employment and schooling,
rather than as a leisure-time, after-work, or after-
school option. Private.industry itself has begun to
provide 'sabbatical* time for employees who wish to per-
form volunteer service,

Given this picture, then, what of the roles of .the university?

What had been an essentially informal and extra-curricular relationship
between the University and Volunteerism in the Industrial Age, has now
become formal and curricular — as evidenced by this conference,

This change, like public voiunteerism itself, has been facilitated
by the infusion of public money in both public and private higher education
for such purposes as social scientific research, Continuing Education and
Alternative Education,

It is all to the good that the intellectual resources of our society,
which are concentrated in our colieges -and universities, have the opportu-
nity to add to our knowledge of volunteerism. From our perspective as
practitioners, however, we see three weaknesses in the way higher ecuca-
tion impacts on the current state of the art.

1. First, we do not perceive a system of research priorities
related to volunteerism as a body of knowledge, We do
not know, but we suspect, that much social scientific
research related to volunteerism is a part of a different
freme of reference. For example, Aging, or Unerployment,
or the Nature of Organization. In other words, a
research project on elderly volunteers, for example, may
be one atudy among many others which fnclude the health
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of the eldarly, income of the elderly, remarriage
among the elderly, and other factors which have nothing
to do with volunteerism,

Secondly, for a number of reasons which need not be
gone into here, one impact of the Technologi cal
Revolution has been to lower the priority of one of the
traditional roles of the University : namely, to be
the critic of the contemporary age. Therefore, we
believe what we have attempted to do in this paper

is what the university should be doing. There is a
need for Historians of volunteerism who could help

to identify issues for research which could have

early utility for practitioners, :

Finally, then, it seems to us that while Departments
and Institutes of Continuing Education have been in-
creasingly providing educational opportunities for
practitioners like us, we believe there is a glut of
training in administration, Here, too, we believe,
is another example of technological fall-out., Be~
cause Technology introduced the concepts of system.
analysis and management, a body of knowledge and
techniques were developed which are now bei ng applied
to any number of institutional and organizational
fields. We believe we practitioners could benefit
from additional subjects in a continuing education
format; such as Changing Roles of Volunteers, and
presentations of the results of various research pro-
jects and comparative an~lysis. In other words, we
believe there is an overemphasis on questions of
"How to'", and an underemphasis on 'What'', Y'Why'', and
""Who'!,

We find volunteerism to be a significant, valuable, and exciting field.
+ Like other institutions, change in the past came slowly., In a time of ra-
pid change, however, we believe a long view can provide a perspective and

3 sense of direction which will help us keep our feet, as well as our heads.

N
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The Professional Preparation of Practicing Voluntary Action Leaders:
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Marilyn B. Shaw
Assistant Prcfessor of Adult and Continuing Education
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Harold W. Stubblefield
. Assistant Professor of Adult and Continuing Education
Virginia Polytechnic Institute and State University

Introduction

. re
Whenever any service performed repeatedly in society gains formal
recognition as a specific and specialized occupation, practitioners -

of the occupation and persons who benefit from its practice become
concerned with the educational preparation and competencies which
practitioners require to fulfill their professional obligatioms.

Volunteer administration is now emerging as an occupation with its

own distinctive professional status. As Harriet Naylor (1975, p. 2)
described the situation: "A special function, volunteer administration,
is a new career option attracting altruistic, able people w need )
professional level education to perfect a philosophy, a body of knowledge
and discipline to apply skills effectively and ethically."

Universities have a potentially important role in the professional
preparation of practicing volunteer administrators, thoughk the gxact
nature of that role has yet to be clearly defined. Some needs,
possibilities, and potential problems pertaining to the profegsional
education and development of volunteer adwikgistrators through university
graduate programs are discussed in this papér.

h N

Pergpec tives on the Professional Education éﬁVVolunteer Administrators
That volunteer administrators need educatiogé} preparation-~both for
career entry and continuing education--is not' generally questioned, but
the kind of education and development they fieed and the appropriate
delivery systems and professional certification they require are open
issues. Many persons in the field of volunteerism advise against creating
a specialized degree program in volunteer administration, either because
they feel that too little information is available about volunteer
administration as an occupational practice to warrant such a far-reaching
step or because they believe that programs for volunteer administrztors
shoule be interdisciplinary in nature. What seems to be clear is that
volunteer administrators are not attracted to traditional college
curricula which they believe are inappropriate to their learﬁing needs.

,

In the past few years, several studies and conferences have been focused
on the educational needs of volunteer admitistrators. In 1976, the
National Learning Regources Center conducted the most recent and
comprehensive study, the findings of which need to be reviewed

seriously by universities as they consider developing curriculum
offerings “in volunteer administration. The study of fered these insights:

ssi- 932 //
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1. Volunteer administrator. perceived their most important

learning needs to be (1) triining volunteers, (2) management,
administration; and supervision of volunteers and volunteer
" programs, and (3) recruitment of volunteers.

2. .The volunteer administrators surveyed identifieé their major
learning objective as the acquisition of knowledge itself' they
were interested in preparing themseilves to do a ‘better job,
Forty-five per cent of the respondents stated this as their

. learning goal. Only 20 per cent expected to get a more
challenging and better paying job as a result of their

1earnipgi\ig~3if/zent wanted an academic degree or certification.

3. Of those who were interested in earning a degree, 41 per-cent
of the administrators gurveyed preferred a generic degree in
administration, and 32 per cent wanted a specialized degree in
volunteer administration. :

3

s

4., The preferred learning modalities were, first, one-day -
workshops within driving distance of home and,- second,
accessible, inexXpegsive or free information services on demand.

College and university efforts to meet the educational needs of volunteer

» administrators are usually of four tyves: (1) associate of arts degree

programs, (2) certificate programs, ¢3) non-credit workshops, and
(4) credit courses in voluntary leadership. Graduate programs in -
volunteer administration are presently bd™ginning to be developed.

The growing recognition of the professional nature of volunteer
administration is reflected in the career ladder for volunteer -
administrators in the Department of Laber's Directory of Occupationzl
Titles. The highest step in the ladder is the Director of Volunteer
Services; the qualifications for this position call for experience
equivalent to a masters degree plus administrative or supervisory
experience. -

If the status of volunteer administration as an occupationl practice.is

to be advanced, considerably more attention should be directed to

graduate levels of educational development i.e., to professional

education. Professional education for practicing volunteer administrators

goes beyond the "how-to-do" level of training given to assist persons
perform specific functions within specific agencies. Persons

tr ned at this level contribute services but are seldom able to ‘

advance an occupational practice toward professional recognition.

Proflessional education for practicing volunteer administrators involves
systematlc study and skill development in three major areas/. First,
thé volunteer administrator acquires familiarity ‘with the ﬁnowledge
basé-of volunteer administration, competency in the application of
knowledge to specific problems and in the synthesis and production of
knowledge. Second, volunteer administrators study the normative
aspects of volunteer administration, the ratiqnale%for and the social
e T\
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significance of the service provided, the value system which supports
volunteerism, and the ethits of irofessional practice. The normative
dimension of professional practice is derived from a study of the
historical, philosophical, social, economic,{hnd political facets of
volunteerism. Third, volunteer administrators study systematically the
art of practice and enhance competencies thrbugh examination of _ )
problems of practice, through simulations and through various forms
of action learning on the job. )

[ 3

o

Universities which respond to the need for professional education
should approach this task with caufiin; additional research and

. synthesis of present research is needed. A fuller picture of volunteer
administration as an occupational practice needs to be developed,
including analyses of the specific tasks which volunteer administrators
perform and the competencies which these ‘tasks rehuirg. N :

- /l

’

Some competencies can be acquired through courses offered by academic
departments such as business administration, educarional administration,
adult/continuing education, sociology, urban planning, among others.

As yet unresolved is the question of which university academic-unit
should assume responsibility for the development and management of
programs in volunteer administration. Programs could ;. with justification,
be located in business administration, urban planning, adult/cowtinuing
education, and other academic units. Applications of the knowledge

base of these disciplines may need to be made specific to votunteer
administration; new courses or learning experiences-pertaining to

the theory and practice of volunteer administration may neeq-té be
developed. ;- !
d Ve

~ . ) -

A Case Study: The Virginia Tech Experience

A
In response to requests from volunteer adminTEtrhtors in thg greater
Roanoke, Vitginia area for responsible profesgional training and
development within an academic context, the Adult/Continuing Education
Program Area of the College of Education at Virginia Tech developed
and delivered three graduate courses in Volunteer Management«ghd
Training, one course in each of three quarters of the 1976-77 academic
year. .zveral planning meetfngs were held in advance of the first
course to identify specific needs and preferences of potential students..
Informal assessments were made of the degree of interest that such a
volunteer curriculum would elicit. From these planniny sessions a
series of tentative course topics were developed and later revised.

-

Students were recruited by a simple, inexpensive course announcement
which was sent to a mailing list of a thousand persons associated with
public or private voluntary agencies who were identified by- the
Coordinator of the Roanoke Voluntary Action Center. The Coordinator
had a strong personal and professional commitment to seeing a graduate
level seminar offered, and she invested considerable personal energy
in planning the program and promoting it once it was scheduled.

-

\
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To be eligible for enroilment, studeats were required to be admitted

to the VPI & SU Graduate School. About twenty persons were ultimately
involved in this training program. A stable core of about 11 students
wag enrolled in the curriuclum for all three academic quaiters.
Students were permitted to enrcll for only one course, if they desired;
they were not asked to commit themselves for all three courses.
For this three course sequence, topics were organized into nine
modules, and three modules were taught during each course. The
modules contained these topics: (1) the management process, (2) styles -
of leadership, decision making. and problem solving, (3) organizational
structure and climate, (4) the .._.unteer movement: historical and
sociological perspectives, (5) public relations, image building, and
marketing the concept of volunteerism, (6) recruitment, job design,

and orien’ ..+~ ~ procedures, (7) motivating volunteers ana sustaining
commitment, training volunteers and professionals who use volunteers,
and (9) funding: sources of support; budgeting; and costs of using
volunteers.

.

The hjectives of this series of training events were to assist
participants * - 1in knowledge, understanding, attitudes, and skills
pertaining .ral aspects of volinteer ma‘agement and training.
Specifically, .articipants were assisted to achieve several major
objectives: (1) skills in maraging volunteer systems, (2) skills in
designing and conducting volunt.er prougrams, (3) skills in marketing
volunteerism, and (4) understanding the volunteer movement in the

Unicc) States.

Of the students who participated in this new curricuium, sixty four

per cent had never been enrolled in a graduate lcvel course before

their involvement with this program. Four students enrolled in the
program had previously done graduate work; one had completed a masters
degree. Having these courses focused dire:zily on volunteer management

and training and within short driving distance of home and work apparently
served as the stimulus for the majority of these stuueats to enroll in
graduate courses at this time. However, as the <xperimental program

ends, 58% plan to work towards a masters degree, either in Adult/Continuing
E scation or Business Administration.

Near the beginning of the third quarter, students were asked to evaluate
their experience in the program. Students rated the courses excellent.
They responded most favorably to the informal, flexible seminar format, &
the variety of te-~-hing/learning activities, the relevance of course
content to their professional interests, and the classroom atmosphere
which they felt was conducive to challenging intellectu:l stimulation
and warm classroom interactions. Students valued their own active
involvement in the class and the responsibility and opportunity they

had to integrate theoretical material into their practical experience.
They also spoke with satisfaction of the benefits of discussion with
profe -3ional colleagies whose experience and insights were stimulating
and helpful to them. K

Alchough there was little disappointment reflected in their evaluatory
statements, some class participants stated that they liked least
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those aspects of the course which required reading reviews of research
in the academic literature, writing project papers, and preparing for
or listening to student presentat iong. Other aspects of the volunteer
course experience wnich students liked least were associated with
travel time aud distance, registration formalities, and presentations
by vutside speakers which on occasion seemed somewhat redundant or
overlapping. Although most students enjoyed the flexibility and
informality of the course work anu the learning atmosphere, a few
questioned whether this same informality meant too little structure

in the class.

When asked to name five general topics most crucial to a university
course in volunteer management and training, most students named
motivation and retention of volunteers, recruitment, assessing the
needs of volunteers and making appropriate placements, and evaluation
and recogniticn of volunteers. Many students were aware of their need
to become more sophisticated in the technology of management but were
not sure what the particular components of such training would be.

Problems and Issues in University Delivery Systems

The Roanoke program can best be viewed as a one-time project which

came to be because of the propitious timing of coincidences: a
recognized need for graduate level training by some volunteer
administrators, one of whom gave leadership to the program; the

growing interest and involvement in volunteerism by faculty at Virginia
Tech; and Dr. Shaw's availability to develop and teach the courses.
Delivering off-campus programs for part-time students is not a new
experience at Virginia Tech; the Adult/Continuing Education Program
Area presently offers the masters degree in three off-campus

locations and the post-mas*<rs degree in another.

In some ways, however, .the Roanoke venture did entail a new delivery
system model. Specifically, the courses were offered as discrete
courses for a specific target audience and not as part of an intact
degree program. Participants could elect to take the courses for
credit or non-credit, although mst students elected the credit option.
In short, the program attempted to meet the inservice training needs

of practicing volunteer administrators through a series of courses
specifically designed to accommodate their job requirements. The
intention was to provide graduate level education geared toward the
immediate concerns of practitioners who wanted to enhance their job
performances but who were not for the most part interested in committing
themselves to the long-term resyirements of graduate professional
aducation.

Students who entered this program had received their previous training
in volunteer management and training through a non-credit short-term
workshop model. Such a training model is characterized by conceptual
presentations of a highly condensed nature and participative activities
in which students share ideas and apply new xnowledge and skills.

(W2
('S
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The emphasis is on the "how' and not on the 'why." One problem

which surfaced rapidly in the Rc inoke program was how to reconcile the
workshop model with the professional education model. The professional
education model stresses the theoretical and philosophical base of
practice. It entails reading, interpreting, and applying research and
conceptual materials which may have little apparent relevance to a

specific problem of practice. 7Tt also entails opportunities to enhance
competencies of practice through real life or simulated demonstrations

of ability, subjected to review and evaluation by a qualified professional.

As is almost always the case in any group of students, a wide range of
backgrounds, professional experience, and acadenic skills were
represented in this seminar group. As professionals functioning
full-time in demanding job contexts, they believed that they had
limited time to do outside academic assignments. Even though the
students realized upon assum the obligation of a graduate credit
course that there would be : ;tantial responsibility connected with
that endeavor, their responsibilities as students were peripheral to
their work and family lives. Students found that a graduate creadit
course forced a certain discipline on the teaching/learning situation
which would not have been the case in a typical in-service training
workshop experience. To some, the course requirements tended to be
more arbitrary as well as more stringent than they had ex  cted or desired.

The challenge in this experimental cou:se was to provide a quality
educational product in the tradition of graduate professional education
standards to students whose orientations and expectations were more
inclined in the direction of the pragmatic, existential problem-solving
and how-to-do characteristics of the workshop model.

In this kind of situation, effective teaching with professional volunteer
managers requires that the instructor mediate content, monitor the
experience, but primarily function as cousultant, facilitator, and
resource guide.

The expectations of the students, their sponsoring agency, and the
university were sometimes in conflict. The dilemma of the teacher was
how to reconcile the interests, needs, and limitations of students with
the academic standards of the sponsoring university. One of the basic
tenets of adult education is that no learning experience can be

effective unless ti.c needs of the adults to be served, their backgrounds,
limitations and special concerns are considered in the preparation of
learning objectives. In this series of courses, the teacher performed

a bridging function between the students' desire for immediate application
and the more academic approach inherent in the university course
structure. In courses of an in-service type, students are motivated to
learn to improve their competencies as practitioners; the teacher has
standards to uphold which are derived from a graduate professional
education model.

One recurrent challenge in this course sequence was how to connect the
problems which students described from their working situations with
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explanations or rationalizationcs in terms of theory or experience

bases. In this group of working professionals, there was a tendency to
depend perhaps too much on “he sharing of anecdotal experience. While
this practice was generally pleasurable and had its value, the teacher
had to relate these informal inputs to a knowledge and theory base. The
instructor had the challenge of expanding and enriching commonplace
experience and placing it in the larger perspective in which analyses
and generalizations can be made and behavior predicted.

That the university has a responsibility and some potent resources fo1
providing educational opportunities for the professional development ‘.
practicing volunteer administrators seems beyond question, but exactly
how the university should or might best respond to this need is not
certain. Clearly several delivery systems models are required. These
include non-credit, short-term workshops; credit courses treating
various aspects of volunteerism; and degree programs ranging from
associates of arts, bachelors, masters, and doctoral. The model used
in Roanoke has substantial promise. It provides graduate level courses
geared toward the vork problems of practicing volunteer administrators
which can be applied toward a masters degree in adult and continuing
education or used as part of the continuing education experience of the
administrator.
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INTROCUCTION

In recent months, a growing nunber of human services agencies are
requesting the assistance of volunteers to help alleviate staffing
shortages. The Department of Human Resources (DHR) in the State of
Georgia is one such agency. Because of past training provided by the
Department of Continuing Education at West Georgia College, early in
1975 District IV of DHR requested assistance in providing training for
new agency volunteers. Funds for this program were cbtained through a
grant funded by Title I (HEA, 1965). "Training for Volunteers in Human
Services” began in April, 1976, and terminated in March, 1977.

A series of workshops were conducted in each of four malti-county
areas in the thirteen counties of the DHR district. Volunteers who
were working, or wanted to work with any human service agency, public
or private, were eligible to participate. Also, volunteer coordinators
for each county were encouraged to attend.

The purpose of the project was to provide training for 300 vol
teers and staff persons, which would enable them to become more effective
as non-professional, short-term helping persons. Instruction was provided
by West Georgia College faculty in the areas of:

1. basic h2lping skills

2. assessment of needs for the client population

3. definirg human services provided by other agencies

4. using and compiling a human services directory for each of

the thirteen counties

5. training of future trainers of volunteers

Coordination was administered by the Department of Continuing Education.

During the planning of the proposal, the question was raised: "Is
the college or university equipped to provide this training, or are they
merely interested ; jumping on the volunteerism bandwagon?" The
question was raised over and over during the following year by both
service agency persomnel and college staff.

It is hoped that the experience at West Georgia College with the
training of volunteers in human services will provide same insight into
this question. Because of a nutber of factors beyond the college's
realm of control, there have probably been more questions raised than
have been answered.

‘ ~559- 239
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The purpose of this paper is to examine the results of an evaluation
of a one~year training project conducted by the Department of Continuing
Education at West Georgia College. This evaluation will focus on;

(1) the apprcpriateness of the training for volunteers, (2) the effective-
ness of the training in improved delivery of services, and (3) the
appropriateness of West Georgia College as the wehicle for such training.
Same specific conclusions have been drawn from the evaluation results.
Also, same generalized conclusions, which may be of particular interest
tx)cmfemnoeparumpants, have been drawn fram the experience of the
authors in plaming, developing, canducting, and evﬂuatmg this project.

TRAINING DESIGN

The target grouwp for the project consists of volunteers fram age
18 to 80 plus, both male and female, from the illiterate to graduate
degreed. Because of the diversity of backgrounds anticipated to partici-
pate, prograndeslgnmbasedonﬂ)ecmceptmatpemmsmotake
initiative in planning their own learning activities learn more and learn
better than those who sit at the feet of teachers passively waiting to be
taught. [Knowles, 1976}

Therefore, the learning activities were plarmed to be proactive.
Participants were encouraged to verbalize qtestlcns and many small group
activities were plammed to encourage rapport among learners.

Training was provided in four phases:

Phase I, which was conducted for all volunteers, included
an introduction to volunteerism, an overview of the human
services network, and a general orientation to helping theory.

Phase II, also for all volunteers,- consisted of an intro-
duction to basic helping skills.

Phase III, for 2 persons from each m, one DHR staff
person and cne volunteer, comsisted of an intensive 2-day
workshop on training of volunteer trainers.

Phase IV, for selected volunteers fram each of the 13
ocounties, included identification of local resources and devel-
oping a local hunan services directory.

In addition, the project pmded certain printed materials such as:
the volunteer handbock, a safple service directory, and various exercises
and background information.

EVALUATION

Participants were requested to complete a guestionnaire during the
last training session and volunteer c>ordinators and college administra-
tors were mailed questionnaires. Two-hundred and sixteen (216) were
distributed and sixty-one (61} returred.

The results of the evaluation were so limited that no specific
conclusions were drawn, although the general tone of the responses was

310




-561-

positive. There was agreement amorng wvolunteers, volunteer coordinators,
and administrators that the training provided was appropriate, and that
it resulted in imprewed volunteer performance. This improvement was
seen in the areas of listening and responding to clients, improved under-
standing of human services network, and improved morale.

There was not, however, agreement among commmity leaders as to the
valueoftraxmngortheappmpnatmmsofﬂestGeomaCollegeasthe
training provider. mwsmemsmmesmxeoveﬂ\elmxgly positive,
others were almost as overwhelmingly negative. They essentially can-
celled each other.

Since the survey responses did not provide enough data from which
. to formulate definite conclusions, the authors reviewed past experiences
with the training project and drew same general conclusions:

1. Based on demographic data available through registration
forms, the typical wolunteer involved in the traininc was:
female, aged 36~55, with a high school education, engaged
in a semi~professional occupation. The training was felt
to be appropriately designed and conducted for this group.

2. 'There seems to be no real way to judge the effectiveness
of the training based on survey responses. However, volun-
teer effectiveness depends on a mmber of other factors,
as well as training, including assignment, follow-ip,
support services, and supervision. Therefore, the authors
could make no firm conclusions regarding the effectiveness
of training, in terms of improved performance

3. The authors concluded that West Georgia College is an
appropriate provider of training for several reasons:
—the college has the resources to plan, develop, and

oconduct training for volunteers:

—as part of the state universitr system, supported by
public funds, West Georgia College has a commitment to
Continuing Education at all lewvels;

—the oollege has the facilities for training various
nurbers of people, fram small groups to large bodies;

—the college has a public relations staff which can
provide camprehensive publicity. The Department of
Human Resources does not have district or county staff
with public relations as the primary assignment;

—the college has facilities for the printing of training
materials. The faculty also serves as a resouxce for
the development of printed materials;

—ocollege sponsorship has positive influence on the
commnity which is enhanced by the awarding of contin—
uing education units.

Faculty members should be aware of the levels of education and the
sophistication of the volunteers, and be able to adapt teaching styles
to these levels. The authors screened faculty members to find those who
could adapt their teaching methods to meet the needs and abilities of the
participants. [Action, 1972] ’
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CONCLUSIONS

The two major problems that arose during the project were inadequate
recruitment, and lack of follow-through by Department of Human Rasources
staff. Both these problems were related, and may explain the few

responges to the questiomnaire.

Befare the training program was developed, the authors initiated a
meeting with the District Coordinator of the Department of Human Resources
and his top staff. The program developed was in response to their adssess-
ment of training needs for volur“eers. In additon, they pledged their
support and agreed to secure staff involvement in the project.

Prior to the approval of funding for this project, one of the
authors met with the district-wide Volunteer Coordinators Council,
camposed of county~level Department of Human Resources staff members
who had responsibility for recruiting, assigning and evaluating volunteers.
At that time, input and support were requested from the crganization and
individuals. The wvolunteer coordinators agreed orally to recruit
volunteers for the training and to secure training sites for those
gessions to be conducted off campus.

After funding was approved, but before the project actually began,
the project director again met with the Volunteer Coordinators Council.
Again, their support was solicited, and again they expressed such support.
They did express same reservations ahout the mmber of expected partici-
pants, feeling that not that many ocould be recruited.

The nutber of participants was estimated to be three hundred (300)
persons. The actual number of participants was one hundred and seventy-
six (176) persons, of which forty-nine (49) were Department of Human
Resources staff. Not even half of the projected number of volunteers were
recruited, and most of these were persons doing volunteer work primarily
for the Department of Human Resources. Very few volunteers from other
agencies were recruited, alﬂnngxthmludbeme)pmslymmtedmor
o funding.

Two factors probably influenced the level of parvicipation. Most
of the volunteer coordinators (11 out of 13) are employed part-time,
carzymgaredwedczseloadmaddxtlmboﬂmrdutl&asvolmteer
coordinators. Many have had little or no training in recruiting, assigning,
and evaluating volunteers.

Although certain volunteer coordinators were most helpful, the
lack of commitment to volunteerism by the Department of Human Resources
as an organization greatly detracted from the potential indicated during
the early planning of the program.

REOCOMMENDATIONS

Future training programs for volunteers will exist only if they are
d&ugnedboneetﬁuemdsandmtemts of the participants as they see
them. Thus, it is strongly recommended that the potential learners
(andmtthezrsx?ervmors)bemvolvedmmhngoecwmnsaboutthe
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program's cbjectives. [Benter, McCommick, Woodin, Cunningham, Wolf, 1972]

Pecause the target group was not strongly involved in the planning
of the program, a "need gap" developed. The authors designed a program
based on the vocalizaiton of “what ought to be." Those describing the
"what oughts” failed to support their demands by either attending the
sessions themselves, or by encouraging their staff to participate. It
is cruciai that the prospective learner be included in the plamning of
the learning situation. [Knowles, 1972} )

Once the target group has demonstrated supportof the program, it
is necessary to obtain the commitment of the agencies involved. Without
this commitment, success is doomed. The poor lewvel of DHR commitment
made implementation a difficult chore.

In additon to DHR failure to support the program, it was abserved
that seven out cf twenty college administrators were either neutral,
arbivalent, or negative concerning the college's role in training.

It is therefore recommended that before a college considers
involvement in the training of wvolunteers, the following steps be taken:

1. survey of needs of target training group and the commmity
to be served;

2. clear definition of purpose and cbjectives to be presented
tc cammmity at large;

3. oollege administrators be informed prior to the project
" of the scope of tim program;

4. agencies to be involved in the direct training be firmly
committed, in writing,to the program;

In essence, a pre-training training program is necessary to obtain
the support of the persons indirectly involved in the program. College
administrators, volinteer supervisors, and the commmity to be served
should be ‘educated about the purpose, goals, and benefits of the
training of volunteers in human services.
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Volunteers

In order to evaluate the program "Training for Volunteers
in Human Services” it would be extrenely helpful if you would
£i1l out the tollowing questionnaire on the effect of the
training. Please indicate to the right of each guestion your

opinion by placing the number of the question in the proper
column. .

Example: 8. Pick Conner does not know beans about volunteer
training. SA\ A; BN, D. SD:

8

1
L)

SA = Strongly Agree, A = Agree, NN = Neither Agree nor Disagree,
D = Disaqree, SD = Strongly Disaqree.

A|ANM| D; SD
1. The training was just what I needed. ; 2 {1

2. The trainers talked over my head. ] 7

3. The training helred me to under- 215 11
stand the importance of my work as a volun-
teer.

4, T did not learn anything £rom the j 1 31 4
trdining. ’

S. I feel that now I do a better job 214 |2
as a volunteer. ’

6. The people I wvork with seenm to 315
appreciate’my work more now.

7. Clients talk more openly to me 513
about problems.

8. I am able to listen to clients’ 215 11
hetter than I d4id before. :

9. My understanding of clients' needs 117
and problems is greater now.

10. I have not changad the way I do 4 11 3
volunteer work.

11. I learned a lot about the various 114 {2 |1
roles volunteers are expected %? perform.

12. I am more involved with volunteer 114 |2
werk now than I was before the training. .

13. I feel more confident about my 17

work as a volunteer.

14. My relationship with clients has 26
improved since the training.

15. I found the training interesting, 35
informative and generally helpful. 044 }
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Coor(Cinators & Administrators

In order to ecvaluate the nronram Training for Volunteers
in Human Services" it would be extremely helnful if you would
£411 out the following cuestionnaire on the e“fect of the trainina.
Please indicate to the right o each questior your opinion by
nlacing the number of the cuestion in the proner column.

Zxample: ©. Pick Conner does not know beans about volunteer
training. SA ;A M D8I
i t |

| ;

l
i!l
SA = Strongly Aqree, A = Anree, "M = Neither Agree nor Disagree,
D = Disagree, SD = Strongly Disaqgree.

(| SA,A M, D, 8D
l. The volunteers vho particivated in 2
the training have a better understandina of ! A
their relationship to clients and to the :
agency. |
[
[}

e e s S — — ¢

2. The volunteers vocalized a positive
response to the training.

3. The volunteers said they did not
learn anythin~s from the trainina. !

w

4. vVolunteers now have a better under- ' Y\Q 2

standing of human service agencies. Coy
|

5. There has been a definite improvement -1

in the vork of our volunteers. i

7

6. The training content was just what :
our volunteers needed.

——— - ———— & —— - ama -

7. Our volunteers show a bhetter under-
standing of client's needs and problems.

8. Our volunteers do not show anvy
improvement since the training. -

9. Our volunteers have irmproved their
relationships with clients.

10. Most of our volunteer worl). could
be done by people without traininqg.

11. Overall, our voluntegr performance
has improved. R

12. Uest Georgia College should offer
more training for volunteers like this.

13. Additional training is needed for
volunteer coordinators.

.t m————- e . . - A S ————— n W -

14. Administrators have a clear under-
O _:.anding of the role of volunteers in human

!
i
I
»rvice agencies. -565- 545 l | ‘
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Appendix 3

Please indicate your response to the statements listed below relating
to the College's role in training and administering of volunteers in
North Central Georgia. A wide range of response is offered: &,
strongly agree; A, agree; ¥, neither agree nor disagree; D,
disagree; .SD, strongly disagres. -

| P

. - / ) \
1. The State should finance and supervise 1. :
By the training of volunteers in human . W I L
) \\\/ sexrvices. -/) ' ) ¥
2. Training of volunteers should be the ' 2.1 g . 9|1
responsibility of the agency utilizing .
_ his/her setvices. ,
3. Volunteers should seek their own 3. - 4131s
sources of training., , .
4. Colleges and universities should provide 4. 4 10la |2
the opportunity for training of volunteers.
5. Publ@c schools should be responsible for 5.1 3 514

providing training of volunteers in humen
S ITvices. .

6. Religious and civic arganizations should 6.1 1 10} 2
provide training to area volunteers. '

7. The college should offer training for 7.
volunteers as part of the commmity 4
services program and no fees should .

- be charged. '

B

8. Training should be a required pre- Coeef 7 |7
requisite to volunteerism. -

9. The college has no responsibility 9.
in preparing volunteers. L

10. Volunteers are useless, and ‘raining 10. » b .
will accomplish nothing.
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Appendix 4

1. Sexviweinmrcauuﬂtycmldh;ve 1.9 19 {121 2

been expanded by greater use of velun- i,
m’. . i - ’
. : . 1 | 54 7 13L 7
| 2. Volurhaersazemtdepeﬂable. 2, 2.
‘ 3. DHR expansion in the use of volunteers .12 5 'n° 12l 3

should be totally funded by the State.

4. Volunteers s}m’.dmtha.vetoparuci 4. 1 28] 13

pateintramhgprogrmbecamethey
receive no salaries.

5;.mne:q:armmslnﬂduti]izevolmtee.rs 5. 6 181 6 112
:  to save funds. .
6. Voltheetsnustparucipatemtraming 6.1 12 | 131 4 '3 1
programe to insure quality of performance. |
, A
7. Training of volunteers should be provided 7.1 6 23l 24 2
within the agencies utilizing thier services.
-{
8. Volunteer time should be counted and 8:110 |19] 2 >2
certified as work experience for future ;
' employment purposes.
9. Volmxtee:ssl'ouldbewﬂ.lmgtopayfct 9.12 {1 3 15f 12
10. Noe\ndencehasbeendsmstratedmmr 10. 1 4 4 131 12

commumity that volunteers are bene.ficial
in the delivery of human services.

2 7
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ESTABLISHING A LINK BETWEEN THE
COLLEGE AND THE COMMUNITY: AN APPROACH
Carolyn L. Harris
Cal State Dominguez Hills

.

-

A viable linK between the college aril the community agencies where
volunteers will be placed must be in existence befomw the impact of the
volunteer program can be adequately assessdd either on the campus or
within the agencies. This paper will focus on key steps to consider in
establishing such a link. The approaches are those that have been used
by the Educational Participation in Communities Program (ERIC) at Cal
State Dominguez Hills for the past two years. They will serve as a guide
for those institutions that are just beginning or are in the planning
stages of establishing a volunteer program on their campus. The infor-
mation is based on the techniques that have served to make the EPIC Pro-
gram effective.

Cal State Dominguez Hills is located in an urban area that serves a

%iberse popuiation in terms of ethnicity, economic and social status.

e EPIC Program is a volunteer service~learning program that recruits
staudents that are enrolled at the college and place them in community
agencies. The students serve as counselors, bilingual tutors, casework
aides, intake workers and in a wide variety of other positions. The Pro-
‘gram averages approximately 110 students over a three quarter period.

- The number of agencies that have requested the service of ,the Program is
150. The number of agencies that the Program is able to serve in a given
quarter range from 30 to 50. This is due to the fact that, students have
the opportunity to choose where they would like to volunteer. Given the
number of students and agencies that are associated with the Program in
a particular quarter, it is necessary to have an effective system in op-

;Eiii;/// eration in order to minimize problems that are associated with placements.

The first step in building a viable link ietween the college and the
community is to conduct a needs assessment. The reeds assessment should
be conducted within the framework of the institutions commitment to meet-
ing the needs of the surrounding community. The methods for carrying out
the needs assessment can be conducted by using interview guidelines, sur—
veys, questionnaires or through purposeful conversations. Key persons in
the administrative area as well as faculty and students must be included

. " in the sample for a broad view of the needs. Questions that focus on the
thrust of the cnllege in terms of community involvement, faculty members
areas of interest, feasibility, cost and benefits should be a part of
“the data gathering instrument.

In terms of the needs assessment as it relates to the community
) agencies, the goals and objectives of the agercies must be explored. The
: " history, funding source and the target population(s) are all areas that
J must be spelled out in order to define the needs adequately.

The second step in building a viable link between the college and
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the community consist of blendiag the needs of the instit itions and that
of the community agencies that yo. wish to become involved. This can be
dene through brainstorming meetings between key people on the college
campus and agency representatives or by a committee that includes re-
presentatives from both groups as well as student participation and/or input.

Thirxdly, establishing cooperative objectives that are of a general
nature should be done by the colleze and community representatives. More
definitive objectives should be spelled out by the individual agencies.
The definitive objectives should include the expectations, the role of
the faculty and the students as well as the agency personnel. Another
3tep includes a provis.on for training of college and agency personnel
and the students,

The f1fth step involres establishing and maintaining a system of com-
muni :ation between the college and the agency personnel and the students.
The system must include the college comm..nity which can be kept abreast
through the campus newspaper, the faculty newsletter, division meetings,
committee meetings and personal contacts. As for the community agencies,
attendance at staff meetings frequent agency visits, regularyly scheduled
training programs and seminars are all elements that can be included in

* the communication system. In terms of the students, telephoning, letters,

the campus nespaper and regularly scheduled offize hours are important
elements to condider.

Evzluation of the link is the sixth step. It should be on-going and
consistent to determine if the needs are being met or if they have been
define adequately. Elements of the evaluation tool should include a pro-
vision for unaticipated occurences and : measurement for determining 1if
the linkage is ,uccessful.

SUMMARY

This paper was not intended to give an in-depth approach of establish-
ing a 1ink between a college and the community it serves, rather it was
submitted within ths framework of voluntarism. That is, it is a system
that can be adapted on any campus taking into full consideration of that
particular campus. ’




HIGHER EDUCATION PROGRAMS FOR THE VOLUNTEER ADMINISTRATOR
J. Malcolm Walker, San Jose State University
David Horton Smith, Boston College

INTRODY - ‘ION

Since 1971 a number of groups have made recommendations as to
the appropriate content of educational programs for voluntary
action leazders, particularly volunteer program administrators.
A few surveys have been conducted to identify the educational
Leeds as perceived by such leaders (cf., Smith,1976). How-
ever, we have had little systematic information about actugl
higher education programs themselves in this area, and too
little sharing of such information. A sufficient number of
colleges and universities now offer educational courses, work-
shops, or even programs (two or more different courses) in
volunteer idministration to provide at least some empirical
basis for educational program recommendations in regard to
existing programs or the iImplementation of new ones.

We report here the results of a very modest, unfunded pilot
research project designed to assess recent experiences with
programs %not single courses) in volunteer administration in
American institutions of higher education. More specifically,
our studyis designed t- assess: (1) progress in the develop-
ment of such programs, (2) strategies and processes of pro-
gram initiation and implementation, (3) the content of such
programs, and (4) factors that influence the success or fail-
ure of these programs,

METHODOLOGY

The institutions surveyed constitute a very special kind of
purposive sample, divided into two parts. In essence, we
gtudied what might be termed a "reputational sample" of insti-
tutions, in the sense that we chose each institution for our
study on the basis of recommendations by a panel of imowled-
eable ex_erts in the field. One part of the sample consists
for practical reasons as well as historical onesg of 10 in-
stitutions in Califormia drawn in this mmnner, while the other
part of the sample was drawn from the rest of the nation. In
consulting with our panel of experts, we drew also on three
national surveys of higher education opportunities for volun-
teer administrators: (1) a 1974 survey by the Natioral Infor-
mation Center on Volunteerism (NICOV, 1°76), (2) a 1976 foll-
ow up to the NICOV survey by S. Jane Reh-~borg (unpublished),
and %3) a 1976 survey of apcut 300 faculv; members and volun-
tary action leaders ~onducted by the Research Task Force of
the Association of Voluntary Action Scholars (which included
information on course offering in the field of voluntary

action). The Behnbor% survey data weve particularly important
in our selection of the non-Califorria portion of the sample.
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The unpublished survey by Rehnborg deserves special comment
here because it sheds some interesting light on the degree of
turnover of higher education courses for volunteer administra-
tors. Based on the list of institutions offeri some kind
2f course (possibly only a workshop or institute) in the field,
as indicated by the NICOV national survey in 1974, Rehnborg
sent out 95 letters in August-September 1976 to the places
listed asking about certification programs, if any, and seek-
ing information on courses, workshops, etc. Replies were
received eventually from about 60% of the institutions. Of
these responding institutions, many had no courses or pro-
grams. It was clear that a large proportion of the institu-
tions that had offered courses in 1974 were no longer doing

so in 1976. However, some institwtions still had their ori-
ginal courses or even additional ones, and new institutions
had begun to offer such courses in the interim. The approp-
riate conclusion from the Rehnborg study is that turnover

is very high in higher education coucses for volunteer admin-
istratorgs. They are frequently present one year and gone the
next., This is the background in terms of which the present
study of programs (defined as two or more higher education
courses) of higher education for volunteer administrators
must be understood. It also explains why we used the partic-
ular sampling method we did. We wanted to be sure that we
were able to get information on at least 20 programs so that
modest generalization might be attempted. So far as we cun
tell, we have studied a substantial portion of all programs
existing in the United States or that have existed though
only a much smaller fraction of all gourses.

Data was gathered for our study, then, in April and May of
1977 with one o~ more respondents at each of 20 institutions
of higher education, 10 from California and another 10 from
eight other <tates around the country (Washington, New York,
Massachuse+is,Colorado, Maryland, Illinois,Delaware,& Ohio;.
For the full sample, there were as many community(two-year
colleges as there were four year colleges and universities.
However, the California sample had 8 community colleges out
of 10 institutions, while the national sample had just the
reverse proportion. This probably reflects the "historical"
factor alluded to earlier: The Chancellor's Office of the
California Community Colege system helped support and sponsor
a study group that designed a community college curriculum
in volunteer administration a few years ago. That curriculum
(cf., California Community Cclleges, 1974) and its design
process has served as a major stimulus to the formation of
programs in California institutions at the level studied.

The interviews conducted were with only a couple of exceptions
made by telephone, using a semi-structured (focused) inter-
view schedule created by the authors (mainly the first author).
Some screening had to be done with pctential respondent insti-
tutions, in order to verify the existence, prior existence,

or proposed existence of two or more different college level

o
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courses in volunteer administration. At some institutions,
there were, are,or will be programs in related areas (e.g.,
in non-profit organization management. in voluntary assoc-
iation administration, in fund-raising management, in com-
munity services technology, etc.), but these were screened
out of our sample. Also, at many institutions there are
various courses offering college credit for off-campus in-
ternships or volunteer work in community organizations,
usually in conjuriction with a periodic discussion of the
off-campus experience at a seminar on-campus, and often
with the requirement of a term paper or report on the off-
campus experience. These programs were also screened out
of our sample., FPinally, there were educational activities
called or thought to be programs by our panel of experts
but which turned out to be single courses, occasional usages
of independent study programs for volunteer administration
degrees, or brief workshops. These too were generally left
out of our sample (with the exception of two systematic
workshop series that led to Certlflcafes, with each brief
one-day workshop called a "course"”)

As a result cf our survey, our final sample of 20 institutions
was divided into four categories:

I, Institutions which are conducting an on-going program in
volunteer administration, with program being defined as a set
of two or more different courses, completion of which results |
in a degree or in a certificate of complevtion or proficiency |
(which mgy itself partially satisfy requirements for a degree).

IX. Institutions whlch offer at least one course in volunteer
administration gngd e er (a) are in the process of developing

or of implementing (but not yet offering) a program; or (b

will definitely be offering at least two courses in the imme-

diate future.

III. Institutions which have considered implementing a pro-

gram, but have decided not to do so.

IV, Institutions which have offered a program but no longer

do so.

We define as successful for present purposes institutions in
Category I (providing the programs are not about to be phased
out) and in Category II. There are 13 institutions of this
sort in our sample. The remaining 7 are unsuccessful by the
above definition, about evenly divided between Categories II1I
and IV, The 13 successful institutions are alsc about evenly
divided vetween the itwo Categories involved ( 7 in I; 6 in II).

1 This study does not cover, either, those institutions which
offer various courses in one or more departments or profes-
sional schools that include material on some aspec*s .f vol-
untary action. Such courses in community organization,
voluntary associations, interest groups, etc. are quite
numerous but do not constitute volunteer administration pro-
grams in the sense we have defined them.
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OVERALL PROERESS

Our data point up a number of aspects of the general progress
made to date in higher education for volunteer administrators.
To begin with, the field is obviously quite new in higher edu-
catlon. Most programs have been implemented or initiated

(and sometimes rejected) in the past three years. Only 3 of
the 20 programs were begun before 1970, all in the late 1960s.
We are in a pericd of considerable activity both in terms of
new programs and expansion (in content and number of students)
of existing programs.

But progress seems to be very uneven. Programs in some insti-
tutions are in a no-growth state or have been (or are about

to be) withdrawn. Some other institutions have decided not to
implement programs after quite intensive investigation invol-
ving interaction with the volunteer community and needs iden-
tification surveys, with careful consideration by the institu-
tion’s administration. However, most respondents at such in-
stitutions indicate that the decision not to go ahead is not

a permanent one, but is subject to future review. Institutions
are reluctant to take any risks on new programs in these times
of general retrenchment in higher education, and programs for
volunteer administrator education are often met with a hard-
nosed fiscal scrutiny by higher education administrators.
There is general reluctance by higher educational institutions
to go ahead with such programs unless (a) a very substantial
need can be demonstrated locally, thus guaranteeing the fiscal
solvency of the new endeavor, or (b) the program can be begun
at virtually no financial risk to the instiwtion (or with
that appearance, at least).

As suggested earlier, there is considerable variation with
respect to the type of institution offering programs, inclu-
ding two-year community colleges, <our year colleges with a
few Masters Degree programs, and full universities offering
Doctoral Degrees in various departments and professional schools.
In California, perhaps for the special historical reasons des-
cribed earlier, most programs and especially the successful
ones are in community colleges. Elsewhere in the nation, this
pattern does not hold,with successful programs being fourd as
frequently in four-year colleges or universities as in two-
year colleges. Not surprisingly, volunteer administration
Programs tend to be concentrated in higher education insti-
tutions in or near major population centers (metropolitan
areas), where concentrations of volunteer programs and vol-~
unteer administrators can likewise be found.

Programs vary mouerately in their breadth of content, though
there is some core of common skills and knowledge found in
most. There is considerably more variation in how the pro-

grams are organized and structured (hours of attendance re-
uired, pattern of course sessions, etc.). Outcomes also dif-
er substantially among the programs studied. Some programs
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offer a Certificate for attendance at six one-day workshops
(called "courses"), and one offered a Certificate for atten-
dance at 12 two-hour workshops (it is now defunct). Other pro-
grams give their Certificate for satisfactory completion of
one or two regular college level courses, while some reguire
satisfactory completion of many more courses. One community
college requires 50 quarter hours of credit in courses related
to volunteer administration before awarding the Certificate.
And a few institutions have volunteer administration as a
specialization or major as part of a Masters Degree program
in an allied field (e.g., Rehabilitation Administration;
Planning and Administration).

Yet when one considers both the current state of existing
programs and trends in the develiopment of these programs, the
norm in the short run at least appears to be granting a Cer-
tificate for a rather modest amount of college work. And Mas-
ters degree programs that have any specialization in volun-
teer administration are quite rare (only two in our sample).

Perhaps the most appropriate perspective from which to view
the field of higher education in volunteer administration is
as a field in process. On the basis of earlier analyses of
developments in the field (Smith,1976) and our present findings,
we would predict a -gerieral though probably gradual expansion
of the field in the next five years or so. After that, the
pace may quicken. A surprisingly significant number of insti-
tutions seem to have implemented or at least have considered
implementing programs. And the awareness of volunteerism,
voluntarism, and the voluntary sector even among the latter
institutions has grown markedly in the past five years. We

can expect these trends to be reinforced by the growing soc-
ietal significance of voluntarism, combined with the increas-
ing pressure from certain voluntary organizations for more

and better education for volunteer admiristrators (e.g., from
the Association for the Administration of Volunteer Services,
and from the Alliance for Volunteerism).

It would be an error, then, to assess the state of the field
simply by examining educational programs as they currently
exist. Rather, one must assess as well what is being devel-
oped in the field, seek to learn what works and what does not,
and try to understand why. Such an approach can be expec-
ted to provide some guidelines for the development of speci-
fic programs and for the gennral devel.pmenit of the field as
well, Our findings throw some light on these issues.

PROGRAM INITIATION, DEVELOPMENT, AND IMPLEMENTATION

Our findings indicate rather clearly that program success, as
defined earlier, requires generally that the irnitiation, devel-
opment, and implementation stages of a program ve integrated.
The most significant factor in program success seems to be_ the
active, persistent, and continuing committed involvement of
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gelves in or geeply concerned with the practice of volunteer

adminigtration. Most of the successful programs have been in-
itiated, developed, and implemented by such persons. In some
cases, such persons have only been active in the initiation
and development phases, with implementation begun and then
subsequently carried out by someone else, but this is not
common among successful programs. Most decisions not to
implement programs after seriocus consideration have been
made in institutions where such persons have not been invol-
ved. Our interviews indicate that the number of such persons
is increasing, which augurs well for the future of the type
of educational programs we are studying.

Several additional factors in turn explain the critical im-
portance of active, committed, persistent practitioner invol-
vement. First, from the perspective of the volunteerism
field, there must be linkages from educational ideas and pro-
posals developed by national organizations or national leadeéers
to implementation at the local level. Programs at specific
institutions are often legitimated by local practitioner-
activists by referring to national developments---plans,
books, articles, éurricula, conferences, etc. This suggests
the importance of the role of such national organizations and
leaders in the continuing growth of voluntarism, and particu-
larly in the growth of higher education programs in the field.

At the local level, volunteer administrator professional groups
(formal or informal) may often fail to act for a variety of
reasons even having discussed their needs for higher education-

al programs in volunteer administration: lack of time, uncer- i
tainty as to how to act, insecurity in the face of "the high-

er education establishment,”discouragement at the failure of
initial contacts, doubts as to the viability of such a pro-

gram at a local college or university, inability to find -
someone on the "inside" of a local institution who really

seems to care, etc. For a practitioner to teach in a program
himself or herself, an advanced degree or teaching creden-

tial may be required.

Considerable persistence and no little sophistication is need-
ed in dealing with the bureaucratic procedures and internal
politics in most colleges and universities. As most of our
respondents stress, the many complexities of pProgram devel-
opment and implementation in higher education institutions
are not readily apparent to "outsiders*(or even to many insi-
ders), and are difficult to deal with. Much trial and error
learning is usually required, and this takes the persistence
we referred to earlier. Most college administrators and fac-
ulty members have only a rudimentary understanding of the
field of volurteerism, if any, and lack an awareness of its
general role in our society.

Higher education in volunteer administration has no immed-
lately obvious, "natural home" or power base in the institu-
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tional structure (one of our respondents commented that it
took her s8ix months "to figure out who to deal with"). Few
institutions, indeed virtually none, provide much in the way
of "start up” or program development expenses beyond in-kind
contributions of administrator or faculty time and available
space, classrooms or other facilities. In those rare instances
where there have been development funds, they have come from
outside grants, usually from a private foundation.

Beyond the crucial role of the key, persistent, practitioner-
activist in bringing about most successful programs, our find-
ings also suggest that successful programs are characterized
by careful attention to the following factors:

(1) Become involved with an institution that is innovative,
flexible (at least in some of its internal divisions), and

willing to take some modest risks if they seem likely to have
positive results in new and needed higher education programs.

(2) Develop very early an understanding of the institution’s
financial system, especially budgetary implications and accoun-
tability requirements that affect educational requirements.
Virtually without exception, new programs are required to

"pay for themselves" from tui“ion and fees from the very be-
ginning (except when outsids rant funds are available, and
then the exception is only tsmzorary---as long as the grant Y.

(3) Develop very early an understanding of the institution's
policies and procedures governing program implementation and
development. Learn the internsl “ropes" and barriers, and

how things have to be done if they are to be ultimately approved.

(4) Identify and work directly and continuously with whoever
has the authority to approve programs of the sort you want,

or, more usually, with someone in the institution who has the
authority and personal interest to move them through the often
complex internal approval structure. This is sometimes an
administrator, sometimes a faculty member, sometimes someone
who is both. Approval is facilitated if one works with an
administrator who has the existing authority, given his/her par-
ticular role and the nature of his/her unit in the larger
institution, to approve and set up the program in the given
unit with little or no clearance from other members of the
administration. This situation is, however, raiher rare.

The best examples are perhaps Divisions of Continuing Education
or the equivalent, which have a very broad existing mendszte.

(5) Pay careful attention to the appropriate structural loca-
tion of the program within the institution. There are varia=-
tions among successful programs in this respect, though most
tend to locate in the most innovative unit they can find on

a particular campus. The most frequent locations of success-
ful programs are in Continuing Education, Human/Public/Social/
Community Services, or in Business/Management Schools or Div-
isions of the institution. However successful programs are
found occasionally in other units (e.g., Rehabilitation,etc.).
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(6) Deal with the program's implications for related depart-
ments, schools and divigions of the institution, especially
trying to counteract fears as to possible resource realloca-
tion away from those bases/units to the new program, and cor-
regponding fears of intrusion on their curriculum "domain,"
Timing is also important in this area. A volunteer admin-
istration program is more likely to be rejected when it is
initiated at a time when related programs are being phased
out (as happened in one of our unsuccessful cases). It may

be prudent to wait a year or two at such times in order to
achieve ultimate success., Informal relations in maintaining
centinual interest and pressure are especially important here,
as are efforts to integrate curricula and to include other
units or faculty in the program where they push for it.

(7) Share experiences on a statewide or regional basis with
others seeking to initiate, develop, or maintain higher edu-
cation programs for volunteer administrators. The California
Community Colleges example mentioned earlier indicates that
some substantial leverage can be obtained through statewide
higher education coordinating units, especially when they con-
tain representatives of institutions as well as practitioners.
Given the nationwide trend toward developing statewide -and
regional coordinating boards or agencies, this source of lev-
erage should become increasingly significant in the future.
These entities help to build a power base for volunteerism

in their areas, and can develop coordinated action plans to
deal with educational bureaucracies that are more effective
than plans coming from a single source to a single institution.

(8) It is advantageous if the key practitioner-activist has .
his/her principal employment in the college or university, or
can at least obtain "Adjunct" or similar faculty status

(which usually is dependent on the academic degrees held by
such a person, a Masters Degree in something being almost man-
datory). Such a perscn can, through long and intensive invol-
vement within the institution, more effectively understand
internal processes (formal and informal, unwritten ones) and
learn how to deal with them. Otherwise, the key person must
be able to develop,cr have already,a close relationship to a
willing faculty member or administrator currently on the staff
of the institution. One camno* change or fight the system re-
garding a r.ew program without effective internal leverage.

(9) However, if the faculty member or administrator in the in-
stitution is not active and experienced in voluntary action -
leadership himself/herself, the chances of success are dimin-
ished when such persons are the initiators or internal colla-
borators. They are much less likely to have the emotional
commitments and cognitive insights of voluntary sector activ-
ists, and much more likely to be conscicus of more immediate
priorities associated with clearer and faster payoffs (e.g.,
pay increments, tenure, promotion). We have a few cases in our
sample where programs have been implemented by such "internal®
reople in response to outside requests from volunteer agency
leaders. But more often than not, this apprecach leads to a
)
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re jection deciéion, to lack of persistent development follow-
through in the first place, or to a program thai, once started,
fails for lack of sufficient relevance topractitioner needs.

(10) If a college is responding to outside requests and pressure
mainly, then such pressure is likely to be most successful .
w#hen backed by a powerful and prominent local voluntary action
coordinating group (e.g., a local Voluntary Action Center, or

a local council of leaders of volunteer programs or human ser-
vice agencies). The availablity of a convincing "market survey"
or "needs identification survey" can help, as we shall note )

in a moment, but the key is the degree to which the institution
can be convinced that there are a sufficient number of people
who will definitely take the program if cffered. The latter
point was effectively dealt with by one group of practitioner-
initiators by collecting firm commitments to pre-register

in the program and then approaching the target institution B
for help in setting up the program they had in mind. In anycase,
where the real "market" or "need" for the program is misjudged
seriously by the practitioners, the program is likely to fail
fairly quickly for lack of sufficient enrollment. Real and
continuing demand for +the program is absolutely necessary in
the catchment area (territory served) by tne RpQgR?m over time
if the program is to be successful and endure. \

(11) Do not assume that a needs identification surJéy or market
survey will speak for itself to institution administrators.
Such surveys, whether informal or formal (and our study showed
both kinds were frequent), are typically made using mailing
lists provided by local Voluntary Action Centers or other co-
ordinating bodies for local volunteer program and agencies.
They usually attempt to assess the content and skills needed
by potential program participants, the degree of student dem-
and, relaticns to career opportunities, desirable program for-
mat, and appropriate timing, location, fees and outcomes. But
the key factor appears to be not the findings themselves,
rather it is how these findings are interpreted and by whom.
College and university administrators not involved in volun-
tary action leadership tend to interpret findings in terms of
what they show about full-time, paid career opportunities for
volunteer administrators. Needless to say, findings interpre-
ted in such terms do not provide much of a basis for enthusi-
astic support of college credit programs for volunteer adminis-
trators. This leads wus directly to our next point.

(12) Base your program, and interpret your "market survey", on
a very broad definition of potential student clientele which
includes not only paid staff, career-oriented coordinators or
directors of volunteers, but also volunteer staff in similar
roles, students wishing to enter the field as a career or as

Yolunteers, current volunteers who would like to become leaders
coordlnators,dlrectors,etc.s, human service professionals who

work in agencies with volunteer programs, human service pro-
fessionals who work with volunteers in community contexts, stu-
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dents in professional schools or divisions, grassroots acti-
vists, voliuntary association leaders, and citizens interested

in voluntarism generally. Few programs can be developed and
sustained in the long run with a clientele defined solely as -
paid, career volunteer administrators. Other narrow definitions
also lead to failure (e.g., members of boards of trustees or
directors of voluntary organizations).

(13) The formation and use of an Advisory Board is not crucial
to success, although a continuing involvement on some level
with the local volunteer leadership community does seem to be
quite important. Such Advisory Boards are used about half the
time, but sometimes the Education/Training Committee of the
local Voluntary Action Center or some other existing body is
used by the program as its Advisory Board informally. These
Advisory Boards, of whatever kind, tend to be effective when:
(a) the key educational program person(s) is (are) heavily
involved in the local volunteer community and actiwve on and
with the Board, and (b) when the Board is a genuine working
board involved meaningfully in program development, publi-
cizing the program to bring in participants, and working with
the ~ollege personnel in an on-going mamner to evaluate and
reshape the program from year to year in the light of feedback.

(14) Finally, our data indicate that one should get something
small going well, if possible, and then expand that course or
set o1 wocrkshops into a full-fledged program. The "foot in the
door" technique works as well in academia as anywhere else.
Our survey show trat successful programs have developed from
such varied bases as convention "institutes,” workshops,

gstudent internship (off-campus serwvice) programs, single course - -

offerings, and courses with volunteer administration compon-
ents in various related departments. Such initial efforts

have provided both curriculum foundations, interested faculty,
and concrete evidence of the existence of a varied student
clientele for expanded programs in volunteer administration.

It is rare for whele programs to begin,starting from "scratch,”
so to speak, without some such prior base.

by
-

PROGRAM CONTENT AND EVALUATION

Programs vary considerably in terms of the number of credit
hours required, as mentioned earlier. They also vary modera-
tiy in the breadth of the subject matter content involved.

The objectives of all programs center around improving the
practical effectiveness of volunteerism broadly defined. Most
emphesize both effective management of volunteer programs and
either social services administration or social charge through
volunteerism, although programs differ with respect to the mix
of these two thrusts. The critical determinant seems to be
the personal philosophies of the individuals running the pro-
grams.,
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Most programs are grounded in the notion that knowledge and
skills are transferable among the various program areas of
volunteer administration. Most respondents view management

and human services as the core disciplines in their body of
knowledge and skills. Most programs aim to raise students'
awareness of the importance of volunteerism, and the self-
images of volunteers and of volunteer administrators°< The
development of specific practical ckills is viewed as’ funda-
mental in all programs. Our respondents 1.:port that experi-
enced volunteer administrators show a consistently strong
preference for skills-oriented content, especially when manage-
ment-oriented (budgeting, use of iime, fund-raising, mobilizing
boards, recruiting volunteers, etc.). They wish to get "tools"
with which to solve their day-to-day problems.

Several of our respondents.-insist, despite resistance from
experienced s*udents, that participants be exposed to concep-
tual material (e.g., management models and styles, community
organization theory, group dynamics theory, political organi-
zation theory). Such respondents view the broadening of
students' basic knowledge and understanding as a distinctive
component of higher education programs. In programs with a
broad student clientele, more emphasis is placed on the nature
of volunteerism, its societal signifiCance, and the nature of
one's community. Respondents emphasize that,for all students,
the subject matter content must be grounded in the realities
of the particular local community.

With respect to learning methods, credit for work experience
or for independerit study is rare, except where the latter is
the central léarning mode of the program in a few instances.
Some programs included a practicum, in most cases through a
student volunteer program or internship placement. However,
ialmost all programs the emphasis is placed primarily on
in-class work and learning. There, cognitive-rational content
and its associated lecture approach is used in conjunction with
experiential-skill practice content and its student partici-
pation approach. Most of our respondents indicate that they
use, and that .the students favor, such activities as problem
so’.ving, developing check-lists and manuals of practice,
sharing practical problems and experiences, outside projects,
agency visits, and other forms of skill-practice or experi-
ential learning. The lecture approach seems to be used more
with students new to volunteerism and who are in the early
s?ages of their program.

Tgaching is done almost entirely by full-time voluntary action
gﬁactitioners or by ccllege personnel who are very active in
Nle volunteer community, except in the two rare ‘astances

of Master's Degree programs. In all the successtul programs
thege eacggfs have a h%ﬁh gegree of control over program
eontent and learning methRods %ﬁost of the successful programs
use a modular approzch, with the larger programs containing
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modules covering a wide variety cf topics. Many of our respon-
dents indicZte that participants tend to resist weekly two-
three hour courses. We have some evidence that suggests such

a format inhibits program growth, Almost all of our respondents
indiecate that subject matter content and learning methods must
be geared to the types of students who enroll.

Most of our respondents feel that the material generally avail-
able in the volunteerism field is not adequate for course
content development and for use in teaching their programs,
The most widely used of existing source materials seem to be
those developed by the University of Colorado at Boulder pro-
gram, by NCVA, and by NICOV, along with books by Naylor (1973),
Schindler-Raiaman and Lippitt (1971), and Wilson (1976), Our
acher respondents rely quite heavily on material that they
ave developed in their own volunteer administration work and
educational experience. There is a need for short, basic texts:
related to skill-practice for most of the content areas of .
teaching in this field. -
Perhaps because most programs are quite new, rigorous and long-
term program evaluation is very rare. Most programs are evalu-
ated only crudely in the 1light of drop-out rates, enrollment
trends, student evalvation feedback immediately after course
completion,and general feedback from the local volunteer lead-
ership comunity. Several programs have been substantially
revised in the light of such informaticn, especially more
successful ones, but other programs change little as a result
of such evaluation. Little data 'has been accumulated with
respect to impact on subsequent job performance and employment
opportunities. Only impresiggns'and anecdotes are offered as
evidence here. Drop-out rates are low in successful programs,
but often hard to determine where the program is new and uses
a modular approach not requiring completion of the program
within any fixed time-period. Respondents indicate that teacher
performance is the most critical factor in explaining student
satisfaction or drop-outs. Other important factors include
failure of participants to be offered the specific skills they
want, moving from the locality, leaving the volunteerism field,
inability to adjust to a higher education learning context
many years after leaving it, or personal tensions that develop
in social change components of some programs. ’

SOME FURTHER IMPLICATIONS

While education in volunteer administration at the college

level is quite new, much is happening. The field is expanding
and is characterized by much change. It has not yet had a
major impact in higher education, but the foundations are being
laid. Much car be learned from this on-going series of develop-
ments, as we have iried to show in this paper. No one approach
can be characterized as optimal, and the diversity within the volun-
tary sector is reflected in program diversity within higher edu-
cation institutions. Individual program success depends upon

a careful mesting of clientele, program content, instructors,
program administration, approaches to learning, and the presence
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of one or more key practitioner—activisfs able to integrate
this package wiih the mission of a specific ‘nstitution of
higher education.

s As™3 field in process, we expect great diversity to charac-

~ terize higher education for volunteer administrators for a
considergble time into the future. Overall development of the
field needs to be monitored, and information shared, at the
national level. There is a need for more leadership.(based on
objective study and analysis of on-going experienceg'at the
national level in generating guidelines and encouggging action
at the community level. Ideas and activity need *0 coor-
dinated at state and regional levels as well, especisﬁlgeig/f
helping to get programs developed and implemented, to faei¥i-
tate collaboration among institutions (we have found examples
of destructive competition among institutions in a locality),
and to encourage movement of programs into some universities
once a solid base has been established in community or four-
Year colleges.

The highe# education experience has general implications for .

the prqfessionalization of the field of volunteer administra-
- < tion., t is-clear from the history of professionalization in

’ other fields that this process is ultimately grounded in ,

advances in higher education., Hence, the expansion of higher
education programs for volunteer administrators augurs well
for professionalization (in the serise of high competence and
specialized knowledge and skills) in this field. Pract:i-
tioners and activists have substantial control over setting
uv programs.?nd teaching in them. -

Yet there are some important complicaticns. We are unable to
identify a knowledge base currently adequate for a relatively
independent profession. Many educational programs are not
oriented exclusively or even primarily to career-oriented
volunteer administrators. To be successful, most programs
must cater to a much broader clicntele. However, this implies
% that su¢h programs will be unable to - tisfy the perceived .
-~ needs of professionally oriented career volunteer administrators.

The experience of other occupational groups indicates that
professionalization is facilitated by locating educational
programs in universities rather than in two-year institutions,
and that the outcome should be a degree, preferably a higher
<V degree. Our data indicate that such programs are unlikely
7 to b® widespread in the foreseeable future. Therefore, the
best stpategy for groups committed to professionalization of
olunteer administration as a career would appear to be to
(a) encourage regional institutions offering degrees through
irnovative delivery systems, including external degree pro-
grams, for experienced persons; and (b) encourage universities
in or near very large population centers to offer degree pco-
grams, especlally at the Master's Degree level.

We.are-troubled by the weakness of the kncwledge base under-
lying educational programs ;n volunteer administration.
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In particular, while management and human services administra-
tion are widely viewed as the core disciplines involved in
program content, there exists very little scientific know-
ledge about volunteer program management either in terms of
theory or empirical research. The great bulk of what is taught
in the programs we have considered is either based on accumu-
lated practical experience whose transferability to other
contexts by other persons is untested, or else on the adapta-
tion of accumula“ed knowledge and principles from other areas
of management and administration without validation in the
volunteer administration context. Universities with advanced
educational and research programs should assume a much greater
role in conducting and stimulating research into volunteer
administration. At present, this is a sadly missing com,unent
in the total American educational enterprise. Thirty year
ago, in the face of the inadequacy of the knowledge base under-
lying university education in business a&ninistration and
meznagemer.t, two national studies were conducted. These led

to the transformation of that knowledge base and of higher
education in business management itseif. It may well be time
for a similar move to advance higher education for volunteer
administraticn.

Finally, we need sutstantial research into the nature of
training and educa*ion for volunteer administration itself.
There is too little systematic sharing of on-going experience,
and a <earth of careful empirical and compargtive studies.
Also, recommendations znd prorosals for edicationdl™Programs
in this field are gererated usually without adequate under-
standing of a.tual program experience elsewhere. It would be
usef:l to have carefully developed, widely disseminated case
studies of present and past higher-educations1l programs in
volunteer admninistration. Our own pilot study is no substi-
tute for the latter. And given that tne higher education
situation is changing in Ameri~- so rapidly, an extensive,
well-funded, comparative reseai .1 study of higher educatiory
for volunteer adminictration would be very valuable if con-

* ducted over a several year perioé beginning in a year or two.
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RECOMMENDATIONS FROM CURRICULA INTEREST AREAS

Conference participants met together in curricula interest areas to
explore the implications of the papers for their specific university re on-
sibility of teaching, research, or extension. The three curricula interest
areas were: (1) social services, (2) 4-H and youth development, and
(3) education. At the plenary session on Thursday afternoon, a representative
from each area presented a summary of the group's discussion and recommendations.
Dr. Courtney Schwertz chaired the session. The repurts, with minor editing, are
reproduced below as presented in the plenary session.

Education: Presented by Kathrvn Treat

Basically, our group represented pcople in adult education and cdoperative
extension representing a number of fields, we had comnunity college people,
and so on. And as you can expect, there was considerable diversity within
the group - we had some very stimula.ing discussions throughout the week. We
really spoke our mind as we tried to categorize and pull our ideas together.
We felt that they basically dealt with the three major functions that we see
of a land grant university and I think that this is true of many other private
groups and universities too. Most of our ideas fell under the areas of research,
teaching, and service. 1 will give you a few of those that we discussed under
these ar~as and some we did take the time to go into more depth about.

In relation to research, we were concerned about research areas such as
motivation of volunteers and seeking the need for more informaticn and research
in this area. We were concerned about the role of the university - whether it
is a land grant or other and how universitices view volunteerism. He were
concerned about evaluation of volunteer programs , a reflection of hearing a
variety of research desiuns. We felt that there could be more support in
relation to designing research programs. We also talked abou’ gefining concepts
and terms. We felt that there was a need for more informatio: in the area of
conceptualization. ThoSe were just some of the thirgs in research. We did
agree on a number of areas of needed research and .un we got Sff on talking
about how do we promote research, because we felt that was a majerocontern as
we went back to our own universities and colleges.

Under the teaching area, we discussed items such as how does the univer.ity
prepare students to be volunteer managers, and particularly we got into what was
some of tne differences about volunteer managers, what are some of the possible
curriculum areas - do we really have a curriculum for volunteer managers?

We talked about implications for the jon market in relation to teaching -
do college faculty use volunteer experieace in relation Lo helping young
people prepare for jobs? We also talred about training models considerably,
and how do we help peonie who will be volunteer managers implement training
models for volunteers?

Under the area of service. we primarily talkeg sbout again some implications
for the job market. What is the universities role in relation to the community
in promoting volunteerism. We discu.sed at censiderable lenrath the concent of
<tatus quo versus change. How does the university promote volunteerism and what
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kind of volunteer activities do they sanction? That got us into a great deal

of discussion and contro =2rsy in those areas. We did come up with some
recommendations as we looked at the ideas that we have talked about in the

last few days from areas that we felt could be recommendations. The first

one was in terms of developing university task forces within university systems,
and a way to resolve or look at problems in relation to volunteerism, i.e., to
make the universitv community m re aware of the interdisciplinary nature of
volunteerism, to draw upon many university faculty together as a task force to
focus ideas, and to look at volunteerism and to bring together theory and
practice from many fields.

I think basically we saw each of us representing different kinds of
university systems and felt that it was a need to go back to our own universities
and plant the seeds for this particular idea. We also felt a need and recommenda-
tion in terms of delineation of the university's responsibility for trainees.
Just what is the responsibility of the university for training professionals for
volunteerism, both in the graduate and undergraduate level. In relation to this
we had some community college renresentatives talking about the role of the
community college and how do we provide a linkage system feom the university
level where there is a state or iand grant university down to the community
college level and what are the responsibilities of these areas? We also discussed
and taiked about the recommendations as seeing the majcr role of the university
as a facilitator to provide the linkages between teachirg and research for
theoretical levels to the practical levels and seeing extension, continuing
education, and community colleges as an intermediate link and then getting down
to the field level. We saw this as a real need to have some way of facilitating,
to bring together theory orientation and the practitioner, and the need for some
systems in order to implement that. And we finally discussed this morming the
challenge in terms of the ideas that have come together here this week ip bring-
ing together theory and practice and the ideas of translating knowledge, making
it accepiable to field workers, and «e saw a reai challenge in this particular
area.

4-H 3ana Youth Develoomeni: Presentied by Phylis Stout

We came toc this conference with a variety of backgrounds and work situations
ever though all of us w2re in cooperative extension and concerned with youtn
programs, but certainiy there was a diversityv of backgrcunds in the group.

We had our agreemerits and we had our disayreements as you can expect. All
I am really going to report to vou on are the areas in which we ha: me agree-

ment. [ suspect we each are going home with a set of notes and if N 0
compare tne notes thev probably would not agree. So this is the thin, we
basically reached agreement on. One was the interaction with neople f{

other situations and other agencies (the oncortunities we have had in 'S

conference) have been stimulating and I think that we each have felt that we

have gotten some new ideas from the presentations. We did agree that the land
grant university does have a role in providing curricula for volunteers and

people whc work with volunteers, but this would vary from state to state and each
institution would have to set up its own prioritizs if 1t has not already done so.
We do think that we do need tc develop curriculums for the various audiences that
are invelved such as the administrator, the marager, or 3aents, if you want to
use tne extension terminoloqy, and voluntear- The content will vary but there
wiit b. some general areas applicable to all. However, these will need to be
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tailored to soecific audiences. There will be overlapping but we will have to
tailor to the particular audience. We feel the content can be delivered either
in formal or informal situations and for credit or without credit. 1 think we
have reaffirmed that volunteers are very important and essential in the carrving-
cut of a program. We did look at several models and had a large amount of
discussion on them - I am not sure we came to any agreement except that we should
Took at varicus kinds of models and I think we kind of ended up or. the note that
we have just made a beginning and that this has been a positive experience. A
great deal more of work needs to be done.

Social Services: Presented by Donna Lavins

There seemc to be a continum here from agreement from in-between to extreme
disagreement ana that's what our grouv was. We are all of the social sciences,
we were of a hodgepodge of the left-overs from all of the other groups. We had
sociologists, anthropologists, psychologists, educational administrators; we
had voiunteers and we tried to find an essential area - a focus. What we ended
up talking about was philosophy. Hence, this is going to raise some questions
for ali of us.

We started out with Jon Yan Til talking abou. volunteerism as being a social
movement and the fact that the sccial movement is now identifying a series of
curriculums, a series of professional certificates, a series of associations, a
series of affiliations, a series of philosophies to support its existience. Not
only is it a social movement, but it is an increasingly large interest within
the United States and has a very large population affiliated with it and there |
is potential that the volunteer movement is growing. The question that we as |
volunteer administrators, or people working in the volunteer movement, have to
deal with is: Are we in fact having any effect on the economy? Is that a good
effect? Is that s negative effect? Are we in fact preparing volunteers to
¥i1] positions that should be filled by paid personnel? I think it is something }

!

that we have to be cognizant of and conscious of in developing our own programs.
That is how we started our discussion.

We tried to reach agreement in tenms of the long-range aspects of volunteerism
and what we would have to look for. What Jdoes it mean to the volunteer and what
are the values that we can define as being necessary in volunteerism and the -
concepts of a student? For example, personal development, job preparation is
important and the effect on the community is important. We also talked about the
reciprocality between the weliverer of the services (the volunteer) and the
recipient of the services, each fulfilling certainly & very importan* part of
the relation between those two actors This ic going tc be a little bit difficult
to summarize, but basically the volunteer benefits are: There is direct and
ind -ect personal contact with people, a persen gains experience, there is a way
of sc1f-expression, a person gains skills, self-esteem, recreation and a number
of other basic human needs. For the recipient of services {(and this is very
limited, obviously) the client receives services, indirect or direct services,
cupport, attention, leams and often teaches the volunteer. I think that we
have to remember that in every volunteer position there are twc actors and that
we Pally have to realize that when you are doing something good, yos are doing
something good for yourcelf as well as for tne person that is receiving the services.
We derided that we need more study in terms of -t'ie effect on the economv. We need
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more study in terms of whether it is anpropriate to have a professional institution
of volunteers. Is it appropriate to have graduate studies for volunteer adminis-
trators? That was a question that was raised and we certainly did not resolve

it at ail1. There are pros and cons te both jissues. A 12:ge percentage of the
group, I think, believed that it was more appropriate to work with existing
graduate programs and supplement that with more volunteer kinds of philoscphies,
research, administrative management kinds of courses so that there would be

(maybe in public administration or community services) a focus of volunteerism.

We talkea about clearing houses within the university. There was some
dissenticn as to whether it was appropriate for one central body within the
university to maintain a clearing house function throughout the university or
whether it's better to be sort of decentralized and controlled by various
groups, perhans academic groups and dean of students and administrative offices.
There are pro and cons to that issue as well. The clearing house is seen as a
vay to avoid duplication and repetition in developing volunteer positions in
certain evaluation techniques, and in cortact with community groups. The
question of control of each of those sections has to be dealt with at the
university level. For example, political scientists would probably not encourage
the students to earmn credit through anthropology if the internship program, or
volunteer program, was very relevant to political science. So, obv.ously, there
are certain areas (f expertise in the university and you have to relate those
areas of expertise to the programs that you are working on in the clearing house.
The decentralized model was discussed as being aporopriate for specializations.
Psychology should certainly have a lot of control over students who are working
in clinical programs. (Additional comments by Margie follow.)

A couple of ideas that stuck in my mind were Mr. Yan Til's statements that
a concern of institutioralizing or over institutionalizing might destroy the
spontaneity of volunteerism could perhaps change the motivation, the internal
reward structure that has been the basis of our volunteer experience. We too
discussed the uifferences between eperiential learning and what we have called
volunitary action. We talked about it as a volunteer experience incorporated into
the classroom and giving credit is the same thing as voluntary action. We
thought that working for credit turns it into a different entity, although very
valuable, but it is not the same thing at this point. We are vorking for a
different motivation and a different reward. I guess those are two ideas that
stuck in my mind.

One other concent we talked about in relation to the clearing house function
and wnis is. "Is there actuaily a ccumitment of the university to the community?"
It is a gr~d question because what y.u 7ind is that the students themselves are
usually ti ‘es who are realiy relating to the volunteer agencies 2ad the
volunteer 1 .ork. Often the university, the faculty, and the physical resources
of the university are not being utilized by the volunteer sector, by the clients
and if, in fact, our volunteer services and our internshin programs are to promote
better communication between the community and universiiy, then there would be a
deeper commituent between the university and the community in terms of getting
the faculty out into the community, in terms of having the faculty look and see
what the students are doing within the community, or bringing in some of the
teenage groups or semior citizens to utilize some of tne resources in the
univers’ty,
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FUTURE FOR COLLEGES
AND UNIVERSITIES IN VOLUNTEERISM

Wayne M. Worner
Special Assistant to the Dean
College of Education
VPI&SU

Future Ho

Attempting to divine the future of the Volunteer movement in the |
United States is as difficult and complex as trying to predict the status |
of economic and social ..itions in the United States. A prerequisite
to the question of where one might go is, of course, to know where one is.

Not to engage in such a status assessment is to be put in the position of
a pilot whose navigational equipment has falled and reports to the pas-
sengers, "We're not sure where we are or wherz we're going, but I can
report that we're making good time."

This conference and others like it represent an attempt to look at
"what is"-——the state of the art from which we might extrapolate "what
might be.'

My persconal, non-data based, ''gut reaction' is that we've only seen
the "tip of the iceberg" regarding the future of volunteer participation
in our society. For that matter, we may only be able to see the tip of that
same iceberg in assessing volunteer contributions today. Given ithe assump-
tion that people-power constitutes a nation's most valuable national re~
source, it is not only popular but incumbent om all of us to utilize that
resource to its fullest potential.

If I have concerns about the value of such a conference as this,
they are:

(1) while appropriate for colleges and universities tc discuss the
past, present and future of volunteerism and the colleges'/universities'
role in that movement; too often I am impressed that we are engaged in
one-way and therefore meaningless ''communication.”

At the outset of this particular conferernce, over 80% of the
conferees pre-registered were college and university personnel. With
fewer than one in five of the participants representing the agencies which
utilize volunteer services, 1 am concerned that we talk only among our-
selves about how the "world ought to be" and dor't receive sufficient in-
put about "how the world really is.”

(2) I a :oacerned too, that we have, through our nigher education
preoccupation on publish, present and perform, developed an envircnment
where we have too many talkers and not enough listeners. There wer. listed
more authors and co-avthors of papers at the beginning of this conference
than there were participants. When we find ourselves with 3-4 papers to
be read to an audience smaller than the presenters, I'm dubious about
whether 're accomplish much dissemination of ideas. '
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(3) Lastly, I am concerned about the potential har . of over-organizing,
institutionalizing and quantifying an idea which is based upon the very
uniqueness of the individual, the organization and the peculiar individual
motivation which creates something called "volunteering."

In attempting to anticipate the ituture of volunteer activity in our
society, I have consciously attempted not to become expert or well-read in
the field, believing that most futures are not plarmed and that large numbers
of good ideas have been generated spontaneously and quite often as a result
of some unplznned (should I say, unpredictable) occurrence.

What data I nave confirms that our human resource base, when measured
by people-time availoble, will increase dramatically in the future--expo-
nentially not arithmetically, given (1) fewer children whom we keep occupied
by "cold storage function" of schools and other time-consuming activities,

(2) more people, (3) longer life span, and (4) fewer hours devoted to income-—
producing activities.

I would submit to you also that the larger percentage of volunteer
workers will not be engaged in major community or institutionally coordinated
activities. The clergyman, scout leader, school principal and civic organiza-
tions wili continue to be responsible for attracting the largest numbers and
percentages of volunteers.

When I reviewed my own experience as a volunteer cver the past year, 1
came up with the following:

100 hours - cheairman of sub-committee to determine the feasibility
of Blacksburg's becoming a city;

50 hours - high school track team-—driving, timiag;

29 hours - Radford track meet;

10 hours - merit badge counselor -~ Boy Scouts

5 hours - selling Christmas trees - Boosters Club

These experiences provided me with some interesting insights about t.e
volunteer and his/her attitudes which don't necessarily fit the assumptions
or models developed and presented in the Rainm:n and Lippitt book. My moti-
vation varied across the entire rcpectrum, ranging from:

INTEREST - desire to make a concrib: %ion,
WILLINGNESS - I was going to be arouad anyway,
PIT" - They need someone to help,
RESENTMENT - (a) Previous commitment made on quid pro quo basis
but something I hadn't unhooked from,
(b) You owe us because . .

None of these involvements came about because of a formal structure,
‘and to be quite honest, those formal unite which solicit, recruit, train
and coordinate volunteers don't turn me on.

The diverse problems facing unclassified "recruiters" are of the type
I think we need to address ‘n our next round of considerations. The process
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is not nearly so neat and clean as we might make it in our institutionalized,
flow-charted and planned models.

The Priest of St. Mary's Church, for example, depends on 200+ hours of
volunteer work weekly. Although that work, in part, may depend upon all of
those ingredients outlined in good theory, e.g. planned recruitment, train-
ing, feedback, feeling of contribution, etc., in large measure the coatinu-
ation of the volunteer's service may well depend more on the individual's
personal notion of or perception of his/her contribution as a Christian
charity or, unfortunately perhaps, the length and content of the weekly
sermon.

Such relationships are drawn simply to indicate that there are likely
too few truths which may be generalized to the volunteer process. To look
for them may be an interesting academic exercise; to presume that we have
found them may be foolhardy.

What I am trying to say quite simply is that VISTA and other programs
of national scope may lend themselves to modeling; local institutions (especi-
ally single purpose) may be able to utilize effective practices which can
be implemented over time in a systematic fashion, but the large consumer--
the small, one-person operation, which constantly changes its needs and
cilent groups, will likely find that only a few of the principles of "big :
business" apply.

1 could go on to tell you numerous success stories about effective use
of voluntecrs in public school programs, (I was disappointed that there
were no papers presented on that topic since there are 50,000 school facil-
ities enrolling 40 million + children touching entire communities) t -t will
not bore you. I have left copi-»s of the Newsletter to Volunteers pruduced
this week by the principal at harding Avenue School, who is responsible for
recruiting over 100 adults contributing nearly 1000 hours of volunteer time
to that 500-student school each month. For those of you who might be
interested in the specifics of volunteer programs/opportunities in the schcols,
1 would refer you to Jerry Abbott's book, The Teacher and His Staff, published
by Prentice-Hall.

Well, for what it's worth, that's how one man sees the volunteer
movement, with a iittle past, present and future all mixed up. 1In spite of
the concerns expressed about the possibility of colleges and univercities
fouling up a good idea (we've done that before), I am convinced that there
are meaningful contributions we might make:

(1) We need to talk more with consumers--especially the small units
who wil® continue to use the greatest percent of all volunteers.

(2) We need to find out what, if anything, we can do to help them
run and manage effective volunteer programs.

{3) We need to develop short, simple, easily accessible, self-paced
learning modules designed around specific tasks faced by thz volunteer
manager.

(4) We need to consicer the development of training programs to pre-
pare trainers of trainees. In equcation, for example, we have found that
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'some senior students find out too late that they simply don't like kids.
Having invested three + years, they don't always drop out--since another
degree requires additional courses, and besides, the experience may have
been atypical. At present it is impossible for a student to graduate

in education without certification. Having other social service options
available would be extremely desirable both for the college student and

the public school students.

Ample oppcortunities are available for preparing such a person to serve
as a coordinator of volunteer services. From a cost-benefit viewpoint, most
school boards would welcome the opportunity to recruit such an individual;
especially when tne expenditure of funds at a rate comparable cto one teacher
may have the effect of increasing the staffing equivalency available to a
school by 30% or more. Evidence does exist which shows the improvement in
attitude, performance and attendance in schools when the adult/student
ratio is improved.

Certainly, there are other opportunities to contribute to- the volunteer
movement. Consultant, service, training programs, and research are all
required, but certainly with some attention to the limitations and real-
world conditions in which the volunteer functions. We will see more writing
and more conferences, more modeling and more evaluating. I would submit
that the most important research to be accomplished is the development of
adequate and accurate base-line data., descriptions of programs and the
unique condition surrounding those programs which have made them work or
made them fail. -

There is need to improve horizontal communication, such that ideas
flow from university to another, in order that research findings and
promising practices are communicated. There is greater need, in my judge-
ment, to attend to vertical communication--bridging the gap between theory
and practice-- communicating effectively with the large group of users in
order that their techniques may be improved and that we may know about
what works and what doesn't.

We must be careful not to expend all of our energy in the forﬁe;
activity--building, designing, cperating and maintaining the research and
publications network, leaving insufficient time to develop tho effective .
dissemiﬂation network. . o

All of these opportunities anc challenges face us now and in the
future. Future ho, indeed! The future is now, and it is us.
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